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module will acquaint the Teacher Edu- 
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cal aspect of feedback. In turn, the 
Teacher Educators will help the peer 
supervisors to develop higher level feed- 
back competence. In the present Micro- 
teaching programme the feedback is not 
provided systematically because the 
supervisors are not well trained in the 
process of providing feedback. This is 
due to the non-availability of the suitable 
instructional material about the process 
of feedback. To overcome these drawbacks 
the present module has been prepared 
Which will be helpful in supervisor's 
training for providing effective feedback. 
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FOREWORD 


The present module namely, “Module of Feedback Training- 
Through Microteaching Approach" has twelve points. These 
points can be classified into two sections : (i) Theory Section; and 
(ii) Applied Section The purpose of the Theory Section is to 
develop understanding regarding various aspects of process of 
providing feedback among the young teacher educators. 
It is expected that such teacher educators in turn will help the 
peer supervisors to understand the theory of feedback. The 
purpose of the applied section is to provide an opportunity to the 
peer supervisor for the development of Feedback Competence. 
Thus, the theory section is mainly meant for teacher educators 
and the applied section is meant for peer supervisors. 


The present module is the outcome of the continuous research 
work conducted in the Department of Education, Devi Ahilya 
Vishwavidhyalaya, Indore for the last three years. lamsure that 
this module will help the teacher educators as well as student 
teachers to improve the quality of feedback in the existing 
student teaching programme in general and in microteaching 
programme in particular. 


Prof. of Education 


Punjab University 


CHANDIGARH 
J. N. JOSHI 
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PREFACE 


} One of the major objectives of the present module is to provide 
instructional material for teacher educators to train peer super- 
visors for providing effective feedba:k in microteaching setting. This 
module will acquaint the teacher educators with theoretical aspect 
and practice aspect of feedback. In turn, the teacher educators will 
help the peer supervisors to develop higher level feedback compe- 
tence. For providing effective feedback, the supervisors must be 
trained systematically. In the present day microteaching pro- 
gramme, the feedback is not provided very systematically. This 
may be because the supervisors are not well trained in the process 
of providing feedback. This is due to the non-availability 
of suitable instructional material about the process of feedback. 
To overcome these drawbacks, the present module has been pre- 
pared, which will be helpful in supervisors’ training for providing 
effective feedback. The module is developed under the following 
captions : 


The first caption deals with the role of feedback in teachers’ 
training programme. Through that caption, an attempt has been 
made to highlight the place and importance of feedback in tea- 
chers’ training programme ; in general and microteaching in parti- 
cular. The second caption is devoted to feedback and reinforce- 
ment. It has three sections. In the first section, feedback has 
been defined. An attempt has been made to evolve the concept 
of feedback from an example, so that the trainees may understand 
the concept easily and clearly. In the second section, reinforce- 
ment has been defined. Inthe third section, feedback and rein- 
forcement has been differentiated. In the third caption of the 
module, three steps involved in the process of providing feedback 
are discussed. These three steps are : (i) observation of teaching 
behaviour; (ii) analysis of observed data and (iii) providing feed- 
back. Sources of providing feedback are discussed in the fourth 
caption. There are two major categories of sources of feedback : 
(i) live source and (ii) mechanical source. Under fifth caption, 
different settings of providing feedback are discussed. There are 


( viii ) 


two broad categories of feedback. These two categories are: 
(i) individual feedback setting and (ii) group feedback Setting. 


On the basis of the time gap between teach session and feed- 
back session, the feedback is classified into two categories ; (i) 
immediate feedback and (ii) delayed feedback. The details of 
these categories have been reported under caption sixth. The 
seventh caption deals with different strategies for providing feed- 
back. There are four strategies for providing feedback. These 
are : (i, directive feedback ; (ii) non directive feedback ; (iii) inter- 
active feedback, and (iv) eclectic feedback. The eight caption is 
devoted to the training approaches for development of feedback 
competence among peer Supervisors. |t aims at the selection of 
a suitable training approach, among the three training approaches. 
These three training approaches are: (i) system approach, (ii) 
cybernetics approach, and (iii) Behaviour Modification approach. 
Under the ninth caption, a strategy to train supervisors for provid- 
ing feedback is discussed. The visualized training strategy has 
three steps, namely : (i) theoretical orientation, (ii) viewing the 
model feedback, and (iii) practice in simulation. 


The tenth caption dealing with the need and nature of feedback 
training includes two Sections. The first section gives an empiri- 
cal evidence that feedback training is an essential aspect in any 
teacher education Programme. The second section reportsa few 
studies showing the effect of feedback training on feedback com- 
Petence. These studies revealed that feedback training helps the 
peer supervisors to develop the feedback competence. 


The eleventh caption deals with the need and development of 
Observation schedule for feedback training. This caption has 
three parts. In the first part, the need of observation schedule 

en given. The second part deals with 
of observation schedule. The process 
r Six steps: (i) planning for developing 
the tool ; (ii) preparing the preliminary draft ; (111) preliminary draft; 

reliability of the tool : and (vi) establi- 
The manual of the tool has been descri- 
e eleventh caption. 
The last, that is, twelfth caption of the module 


é 1 1 is feedback 
Process in action. This caption has four sections. In the 


first section, 


= 


( ix ) 


a transcript of a lesson delivered by a trainee has been given. In 
second section and third section two episodes on process of pro- 
viding feedback have been reported. In the first episode, the super- 
visor was not trained in providing the feedback, whereas, in the 
second episode, the supervisor was a trained one. The discussion of 
these two episodes has been reported under fourth section of the 
caption. The discussion leads toa broad generalization that 
episode 2 is better than episode 1 as far as the process of provid- 
ing feedback is concerned. 


We are greatly thankful to Dr. R. C. Hooda, Dr. S. K. Sharma 
and Shri U.C. Vashishtha. These persons have given their 
valuable suggestions. We are also thankful to student teachers 
(1981-82, 1982-83) of Department of Education, Devi Ahilya 
Vishwavidyalya, Indore, for their active participation and co -oper- 
ation. 
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1:0. ROLE OF FEEDBACK IN TEACHERS’ 
TRAINING PROGRAMME 


In teachers’ training programme, the term feedback is widely 
used in various contexts, such as, feedback to the Principal, feed- 
back to the administrator, feedback to the teacher and feedback 
to the pupil teacher or even to the pupils. 


Feedback plays an important role in modification of student 
teachers' teaching behaviours during student teaching programme. 
Much emphasis has been laid on feedback in microteaching which 
has proved to be an effective technique for developing the teach- 
ing competence of teachers. Many educationists have pointed out 
the importance of feedback in teachers’ training programme. In 
this connection, Cooper and Allen (1971) have stated that the 
feedback component is most important and crucial, in terms of 
changing the trainee’s behaviour. Similarly Turney et al. (1978) 
reported that feedback is a vital component of the microteaching 
cycle. Further they have pointed out that feedback gets more 
attention of researchers than any other component of microteach- 
ing. Stating the importance of feedback, Morrison and Mclntyre 
(1976) reported that one of the advantages claimed for micro- 
teaching is the provision for much fuller and more objective feed- 
back than in case of other teacher training procedures. 


2:0 FEEDBACK AND REINFORCEMENT 


Under this caption definition of feedback, definition of reinforce- 
ment, and difference between «feedback and reinforcement are 
discussed. This caption is divided into three sections. Each 
section is described as follows : 


2" Definition of Feedback 


In the beginning of this section, there is an example to illus- 
trate the concept of feedback. This example is followed by a few 
definitions of feedback. First of all, a conceptual definition of 
feedback is given which is derived from the example. given in the 
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beginning of the section. This is followed by other definitions 
of feedback given in literature and also in Dictionary of Education 
by Good. 


Priorto the definition of feedback, let us take an example. 
Suppose a student wants to learn dance. First of all his dance 
Master will divide the complex activity of dance into a 
number of small steps. Then he will make a sequence of 
these steps. After that he will present a model of one step of the 
dance. Then the novice dancer would practise that particular 
demonstrated step. During this practice, his master will 
observe that step and then provide information regarding the per- 
formance of that step and also will suggesf the corrective mea- 
sures, if there is any weakness. The novice dancer will continue 
the practice of that step till he masters that step. Similarly in the 
student teaching programme, а student teacher is expected to 
learn and practice the complex task of teaching in small steps 
(through microteaching approach). Here same procedure is 
adopted as cited in the above mentioned example. 


After the practice of a particular skill, the student teacher 
wants to know about his performance, weak points and sugges- 
tions for further improvement of that skill. Thus the process of 
providing the information regarding the teaching performance of 
a teacher for improving upon his teaching behaviour in subsequent 
microteaching session and/or actual class performance, is known 
as feedback. 


Good (1973) in the Dictionary of Education has defined feed- 
back as— 


(i) Feedback is the process whereby the individual gains in- 
formation concerning the correctness of his previous res- 
ponses so that he can adjust his behaviour to compensate 
for errors. 


(ii) It involves a complex interáction between motives, goals 
and information regarding progress, toward these goals, a 
more inclusive expression than knowledge of results which 
it is tending to replace. 


The term feedback is actually borrowed from Electrical Engi- 
neering and it is widely and loosely used in programmed learning: 
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Feedback is a device by means of which the effects of a process 
or system are used to control the process or system itself. 


Feedback is inforrnation concerning the correctness of previous 
responses but the correctness of previous-responses can also be 
informed through reinforcers. Generally people use the term feed- 
back апа reinforcement interchangeably. However, before 
dealing with different aspects of feedback, it is desirable to define 
reinforcement and also differentiate it from feedback. 


2.2 Definition of Reinforcement 


Under this section, an attempt has been made to define rein- 
forcement. 


In the previous section, we have noticed that the novice 
dancer in the dancing process and the student teacher in practice 
teaching, gain information regarding the performance of their 
respective activities. The supervisor who provides the feedback 
not only spells out the undesirable behaviours peiformed during 
the activity but also appreciates the desirable behaviours. By 
appreciating the desirable behaviours, the trainee feels encouraged, 
and motivated and he wants to improve upon his undesirable be- 
haviours. The praising part of the supervisor's behaviour is 
known as reinforcement. The words used in the process of rein- 
forcement are known as "'Reinforcers." Reinforcemsnt isa term 
that belongs to tne stimulus response (S--R) theoretical paradigms. 
Reinforcement is a theoretical construct. It was first used by 
Pavlov in connection with his classic experiments with dogs. 


Skinner defined reinforcer as any environmental event that is 
programmed as a consequent of a response that can increase 
the rate of responding. In other words, reinforcers’ are simply 
events that increase the rate of responding. 

According to the Dictionary of Education by Good, reinforce- 
ment is defined as— 

(i) Strengthening of a conditioned response by reintroducing 

the original unconditioned stimulus, 

(ii) Increase in response strength when the response, leads to 

the reduction of a drive. 


2.3 Difference between Feedback and Reinforcement 


This section aims to discriminate the concept of feedback from 
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reinforcement. Though it is very difficult to make distinction bet- 
ween feedback and reinforcement. However, an attempt has been 
made to differentiate between feedback and reinforcement. 
Generally most of the people use feedback and reinforcement 
interchangeably This is because people may not have analysed 
these concepts critically. Even during the review of the literature 
of feedback and reinforcement, initially we were also faced with 
this perplexing situation. But later on, after a long discussion, 
we came to the conclusion that there is a subtle difference bet- 
ween reinforcement and feedback which is discussed below : 
Feedback includes implicit reinforcement and reinforcement 
also includes implicit feedback. When a supervisor provides the 
feedback to a trainee regarding his teaching behaviour, the 
trainee is able to know his correct and desirable 
behaviours which indirectly reinforces the trainee. Similarly when 
a supervisor uses positive reinforcement after a particular behavi- 
our, the trainee is able to know that his behaviour is correct or 
desirable, This is indirect feedback. Inspite of this overlap in 
the concepts of feedback and reinforcement, some of the differ- 


ences between the terms feedback and 
follcws ; 


(i) 


reinforcement are as 


During the feedback process, the supervisor provides the 
information regarding the teaching behaviours of the 
student teachers. Provisions of such information is help- 
ful in improving the teaching behaviour of ,the student 
teachers whereas reinforcement— (provided,by the trainee/ 
teacher) is helpful in strengthening the behaviour of the 


pupils. 

(ii) Feedback is a process which is generally used in training 
situation, whereas the rein forcement is more used in real 
teaching learning situations. 

(iii) 


Feedback is more pertaining to the cognitive domain 


whereas the reinforcement pertains to the affective do- 
main. 


Reinforcement is extrinsic to behaving mechanisms and it 
comes after the behaviour is performed, Reinforcement, coupled 
with the behaving individual, forms an open system Reinforce- 


ment in any case does not accompany the response. When rein- 
forcement continuously accompanies a response it becomes feed- 


back. The extrinsic feedback is analogous to reinforcement. 
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3:0. PROCESS OF PROVIDING FEEDBACK 


Under this caption, different steps involved in the process ot 
providing feedback are discussed. As stated earlier, feedback is a 
complex process of providing the information regarding the 
teaching performance of the teacher for improving upon his own 
teaching behaviour. This complex process has three well-defined 
steps. These steps are : (i) Observation of teaching behaviour; 
(ii) Analysis of observed data; and (iii) Providing feedback. A 
brief description of each of these steps is given below : 


3:1. Observation of Teaching Behaviour 

The first step in the process of providing feedback is obser- 
vation of the teaching behaviour of the student teacher. 
In order to make more objective and accurate observations, 
the supervisor should be well trained by providing theoretical 
knowledge of the various components of the skill, as well 
as the skill of using the observation schedule. He should 
be able to identify, record, and differentiate between various 
components of the skill that had occurred during the lesson. 
During the process of observations, the supervisor would observe 
each component with the help of observation schedule. 


3:2. Analysis of Observed Data 


The second step in the process of providing feedback is match- 
ing the observed teaching behaviours of the student teacher, 
with that of the criterion model lesson or the criterion behaviours. 
During this process, the supervisor will analyse the total teaching 
behaviour and classify them accordingly into desirable and un- 
desirable teaching behaviours. Here the supervisor will convert 
the observed tallies of behaviour components into ratings on a 
seven point scale. 


3:3. Froviding Feedback 


The third and the final step in the prozess of feedback is giving 
the information to the trainee regarding his teaching behaviour 
onthe basis of observation and analysis of the lesson. In other 
words, the supervisor provides both quantitative as well as quali- 
tative feedback on the basis of observed tallies and rated behavi- 
ours respectively. During this process, the supervisor praises 
the desirable teaching behaviours and then givas pin pointed 
suggestions to improve upon the undesirable ones. The success 
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of feedback will depend upon the extent to which the socio- 
emotional climate has been developed by the supervisor during 
the feedback process. In other words, the trainee must be emo- 
tionally ready and cognitively competent to receive the feedback. 


Thus from the above description, it is obvious that the feed- 
back process has three well defined steps which are in sequence 
and inter-dependent. For providing effective feedback, super- 
visors should have theoretical understanding of these steps and 


mastery over the skills of using these steps during the process of 
dbacíeek. 


4'0 SOURCES OF FEEDBACK 


The different sources of providing feedback are classified into 
two major categories : (i) live source ; and (ii) mechanical source. 
Further each of these categories have different sources for provid- 
ing feedback. The live source of providing feedback inciudes : 
(a) college supervisor ; (b) peer supervisor; (c) co-operative teac- 
hers; (d) pupils ; and (e) trainee himself. The mechanical source 
of feedback includes ; (a) audio tape recorder : and (b) video tape 


recorder. The details of each source of feedback alongwith its 
merits and limitations are given below : 


41 Live Source 


The first category of feedback source is live source. This 


source includes college supervisor, peer supervisor, co-operative 


teacher pupil or the trainee himself. Each of the live source is 
discussed below. 


4.1.1 College Supervisor: The college supervisor is the 
main source for providing feedback in various types of teachers' 
training institutions of India. This source of feedback has few 
advantages over other sources of feedback. These advantages are : 
(i) competent qualified and mature person ; (ii) commands respect; 
and (iii) ensures better communication. 


A brief description of 
each of these advantages is given below : 


«The college supervisor is an experienced, competent, qualified 
and a mature person. He can observe and analyse the lesson 


objectively and critically. The quality of feedback will be more 
reliable and valid. 
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x The college supervisor generally commands respect among 
student teachers and they in turn develop faith in him. Therefore, 
the feedback provided by him carries more weight. His sugges- 
tions are easily accepted by the student teachers. 
mmunicate the information in an 
he other live sources. Due to 
ical principles, and langu- 
will produce bettter сот: 


x The college supervisor can co 
effective manner than the peers or t 
the mastery over the contents, pedagog 
age competency, the college supervisor 
munication and lasting effects. 

This source of feedback has a few limitations which are: (i) 
student teacher's shy nature ; (ii) inferiority complex ; (iii) high 
expectations ; and (iv) maturity of college supervisor. Each of 
these limitations are briefly described below. 

x Due to their shy nature, some ofthe student teachers hesi- 
tate to express their problems regarding teaching behaviours. 
himself inferior, incompetent, and 


x The trainee may feel 
ural way in the presence 


immature and thus fail to teach in a nat 
of the college supervisor. 

x The expectations of the college supervisor are generally high. 
It may be difficult for a trainee to come upto that expectation. 
Thus it creates frustration on both the sides. 
me down to the level 
y level and wider 
more critical. 


x It may be difficult for the supervisor to co 
of the trainees, because of his higher maturit 
experience. Rather the college supervisor becomes 


The above mentioned limitations can be overcome if the super- 
visor is well trained in the process of providing feedback. The 
college supervisor should be democratic and have faith in the 
trainees. He should have healthy socio-emotional relations with 
the trainees. The college supervisor must evaluate his own be- 
haviour and try to find out the behaviours which inhibit the process 
of providing effective feedback. 


4.1.2 Peers Feedback. The next important live source of 
providing feedback is peers. The lesson of the trainee is observed, 
analysed and information regarding the teaching bahaviour is pro- 
vided by his peers. This source of feedback has afew advan- 
tages over other sources of feedback. These advantages are : (i) 
peers’ maturity level ; (ii) good company ; and (iii) tension free 
climate. A brief description of these advantages is given below : 

AR 
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„ Peers have almost the same level of maturity and can under- 
stand the real difficulties of their colleaguesr egarding teaching. 
Hence they can provide more realistic and workable alternatives 
to improve the undesirable teaching behaviours. 


+ The peer group can discuss the problems and find out the 
solutions related to teaching better, because they spend more 
time together. 


x |n the presence of peer supervisor, the classroom climate is 


tension free and hence the trainee can teach the lesson with ease 
and composure. 


This source of feedback has a few limitations. These are : (i) 
competency of peers ; (ii) lack of training and practice, and (iii) 
failure in developing emotional climate. Each of these limitations 
is briefly described below : 


+ The peers are professionally less competent as compared to 
the college supervisors. They may even observe the lesson less 
critically and objectively as compared to college supervisor. They 
may omit some of the important teaching behaviours and may 
thus provide incomplete feedback. 


x Providing feedback is a technical task. It requires special 
training and practice on the part of the supervisor. Peer 
supervisors are not well trained. They themselves lack the 
confidence in providing the feedback. 


* In ithe process of providing feedback, a very congenial 
emotional climate is essential. Some of the peer supervisors 
may fail to develop such a climate. 


Nevertheless, one may note that inspite of these limitations of 


peer feedback, it is empirically proved that peer supervisory 


feedback is equally effective as that of college supervisory 
feedback. 


4.1.3, Pupils Feedback. Тһе third live source of feedback 
is pupils. Pupils are the real judges to discriminate between 
desirable and undesirable teaching behaviours of the teachers. 
They can be critical in their observations. 
to teach the pupils. 


like more and why ? 


| Teachers are trained 
Pupils can tell what type of teachers they 
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This source of feedback has a few limitations which ara: i) 
(i) non availability of pupils ; (ii) immaturity of pupils ; (iii) profes- 
sionally unequipped ; (iv) lowar status of pupils and lastly (v) 
pedagogical problem. Each of these limitations are briefly 
described below. 


x Pupils are not easily availab'e for teacher-training purpose. 


* They are not mature enough and foresighted for providing 
effective feedback. 


* They are professionally not well equipped and hence are 
unable to provide pin-pointed feedback. 

* Student teachers may not accept the feedback provided by 
the pupils. 

ж Involvement of pupils in the beginning of the teachers’ 
training programme may not be pedagogically sound It can create 
sociological and psychological problems. 


41.4. Self Feedback : The fourth and the last live source of 
feedback is the trainee himself. Tha traines сал introspect and 
analyse his own teaching behaviours and find out the weak and 
strong points of his teaching behaviours. The trainee recalls the 
model lessons demonstrated by college supervisor and also the 
lessons of his peers. He then compares his teaching with that 
of the supervisors or peer’s. Through the introspection and 
comparison, he received self feedback. Self feedback has the 
only advantage of being objective and accurate if received from 
audio or video tape recorder which is described below : 


x The trainee receives self feedback from the audio or video: 
tape recorders, then he gets accurate and objective feedback, 
He views himself as he was, while teaching the lesson. 


This source has a few limitations which are namely, (i) diffi- 
culty in self analysis ; (ii) high cost of gadgets. Each of these 
limitations is briefly described below : 

x It is very difficult for the trainee to teach as well as analyse 
his own teaching side by side for getting self feedback. 

x If the lesson is recorded on audio or video tape, the trainee 


may rewind and listen or view his lesson on the audio or yigeo 
tape respectively. But in the Indian conditions, it is not possible: 
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to provide audio or video tapes to all the trainees due to high 
cost of these gadgets. 


4.2. Mechanical Sources of Feedback 


In the mechanical sources, the feedback is provided by the 
machines, like audio or video tape recorders. Actually machines 
do not provide any feedback. These are maant for recording the 
lesson and after the lesson, the audio or video tape recorder is 
replayed. The trainee listens or views from the audio or video 
tape. The lesson is analysed in terms of desirable and undesirable 
behaviours. The trainee may compare his performance, with that 


of the supervisor's model lesson recorded on the audio or video 
tape. 


This source of feedback has a few advantages which are: (i) 
Objectivity and accuracy ; (ii) replay facility, and (iii) source of 


motivation. Each ofthese advantages is briefly described as 
follows : 


* The lesson recorded on the audio or video tape is the mirror 
ofteaching i. e. the recording is complete, objective and accurate. 
This is not possible with the live source. The live source can not 


Observe and record each and every minutest possible details of the 
lesson. 


* The trainee can replay the audio or video tape as many times 
as he desires and whenever he desires. 


+16 is a source of pleasure and nativatioa to list2a to one’s own 
voice and view oneself on the video tape-recorder. 


This source of feedback has a few limitations which are: (i) 
high cost; and (ii) absence of human interaction. 


These limita- 
tions are briefly described below : 


* Audio and video tapes are very costly. It is not possible to 


provide these equipments for all the trainees in all the teachers' 
training institutions. 


* Human interaction is missing in mechanical source which is 
an important factor in modification of behaviour of the trainees. 


Inspite of these limitations, the mechanical sources of feed back 
are widely used for recording the lesson. The audio or video 
tape is replayed by the college supervisor and/or any other live 
Source (e g peers) in the presence of the trainee. The live source 


—— C 
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interprets and provides the feedback with the help of the mecha- 
nical source. Thus a combination of live and mechanical sources of 
feedback may produce better results. In such setting the advan- 
tages of both the sources be utilized and the limitations of both 
‘the sources be eliminated. It is difficult to provide video tapes in 
all the teachers’ training institutions but the audio tapes can be 
‘purchased by selected teachers’ training institutions. 


5:0 DIFFERENT FEEDBACK SETTINGS 


Under this caption, different settings of providing feedback are 
«discussed. There are two broad categories of feedback settings : 
(i) individual feedback setting ; and (ii) group feedback setting. 
Further, the group feedback settings are of three types : (a) uni- 
supervisor/multi-trainees setting ; (b) multi-supervisor/uni-trainee 
setting; and (c) multi-supervisor/multi-trainee setting. 


The brief description of individual feedback setting, and group 
feedback setting is given below : 


551 Individual Feedback Setting 


The first category of feedback setting is individual feedback 
«setting. In this setting the supervisor provides feedback to the 
‘student teacher individually. After the completion of the lesson, 
the observing supervisor and the student teacher discuss the strong 
‘and weak points of the lesson. Thus, there is bi-personal sett- 
ing in this type ‘individual’ feedback. It may be called uni-super- 
visor/uni-trainee setting. The supervisor pin-points the undesir- 
able teaching behaviours and suggests the ways to improve these 
behaviours. There is direct interaction between the supervisor 
апа the student teacher. The supervisor may be teacher educa- 
tor or a trained peer. 

Individual feedback setting has some advantages over other 
feedback settings which аге : (i) direct interaction ; (ii) privacy ; 
(iii) establishment of rapport; (iv) immediate feedback..and (v) 
change in activity. Each of the above mentioned advantages is 
briefly described below : 


« Due to individual and direct interaction between the supervisor 
and the student teacher, the feedback may be more effective. 

« There is privacy in individual feedback setting. Thus, the 
student teacher can discuss in details, his problem related to 
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teaching without and hesitation. This freedom may not be avail- 


able in group feedback setting. The supervisor can give more 
attention to the student-teacher. 


«In the individual feedback setting, the supervisor can establish 
good rapport with student teachers. Such type of climate is more 
helpful in changing the teaching behaviours (cognitive as well as 
affective); of the student teachers. 


«Feedback is provided just after the lesson, so it is immediate, 
more accurate and pin-pointed. 


*After each lesson, the feedback is provided so there is a change 
in activity, and student teachers do not feel boredom. 


This feedback setting has a few limitations which аге : (i) 
domination by supervisors ; (ii)personality clash ; (iii) lack of diff- 
erent view points ; (iv) non availability of space : (v) complexity 
of skills ; (vi) scarcity of supervisors and (vii) lack of time. Each. 
of these limitations is described briefly as follows : 


*Some of the supervisors may dominate in the discussion during: 
the feedback session. 


*There is a chance of personality clash between the supervisor 
and student teacher in individual feedback setting. 


*Different view points may not be stated during individual feed- 
back setting. 


*This system of feedback requires a large number of individual 
Settings. These many suitable places and settings for individual 


feedback may not be available in all the teachers’ training institu- 
tions. 


*Some of the skills are more complex having ten to fifteen com- 
ponents. It may be difficult for a Single supervisor to observe and 
provide pin-pointed feedback on all the components of such skills. 

*Individual feedback setting requires more supervisors. 
not be possible for all the teachers' training 
such a large number of Supervisors. 


It may 
institutions to provide 


*In individal feedback setting much time is consumed in the 


process of providing feedback, as the supervisors provides feedback. 
to one single student teacher, at a time. It is difficult for ordinary 
teacher training institutions to devote So mush time for this type 
of feedback process, 
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5.2. Group Feedback Setting 


The second category of feedback setting is Group Feedback 
Setting. Group feedback is a systematic process of giving infor- 
mation and opinion to student teachers for the purpose of 
improving their teaching behaviours. There are three types of 
settings in group feedback: (i) uni-supervisor/multi-trainee 
setting (ii) multi-supervisor/uni-trainee setting ; and (iii) multi- 
supervisor/multi-trainee setting. 


5.2.1. Uni-supervisor|Multi-trainee setting. The first setting 
‘under group feedback setting is uni-supervisor/multi-trainee setting. 
In this setting, feedoack is provided by a single supervisor to a 
group of student teachers. The supervisor observes the performance 
ofa group of student teachers. Generally there are ten student 
teachers in a group. When all the student teachers have taught 
one lesson each, then the supervisor provides feedback to the 
whole group. He discussus the most occurring behaviours and 
gives his suggestions. This can be done in two ways: 

(A) After the completion of one lesson of all the trainees, the 
supervisor may provide feedback. The supervisor pin-points the 
undesirable teaching behaviours of a particular student 
teacher. After the completion of the feedback on one lesson of 
a particular student teacher, he provides feedback to the second 
student teacher on his lesson. In this way, he provides feedback 
оп all the lessons of that group of student teachers one by one. 
It is some what similar to the individual feedback but it differs 
from it, as far as the number of observed participants is concerned. 

In this setting, individual feedback is provided after the 
completion of one lesson of each ofthe trainees of the group, 
whereas in individual feedback setting, the feedback is provided 
just after the completion of one lesson of a particular trainee. 


So the individual feedback may be called as immediate feedback, 
whereas the group feedback of this setting may be called as 


delayed feedback. More description of immediate and delayed 
feedback has been provided at other place. 

(B) The feedback may be provided by a single supervisor to 

а group of student teachers simultaneously. |n this setting, each 

Student teacher teaches one lesson, one after the other. During 

the teaching session, the supervisor observes the lesson 

ої cach student teacher on a prescribed observation schedule, 
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The supervisor provides the group feedback where all the trainees- 


are present and participate in the discussion. Before providing 
the feedback, the Supervisor compiles a list of common errors 
and undesirable teaching behaviours of all the trainees on the 
basis of individual observation, from the observation schedule. 


During the group feedback, the supervisor Points out the com- 
mon undesirable teaching behaviours of all the trainees simultane- 
ously. In this setting, the Supervisor, generally, does not point 
out the name of a particular Student teacher for a particulàr be- 
haviour. This type of feedback may be called as analytical-global 
feedback. Itis analytical because it is based on objective obser- 


vation, it is global because the Supervisor does not refer to a parti- 
cular student teacher. 


522 Multi Supervisor Uni-trainee Setting. The second sett- 


ing under group feedback settin 
Setting. In this setting, 
observing the lesson an 
student teacher. 

teacher educator ( 
teacher educator a 


, the student teachers who have simulated the 
role of pupils, if any, may also participate in tha discussion 


ST=Student Teacher 
PP— Peer Pupils 
PS- Peer Supervisor 


TE— Teacher Educator 


Multi-Supervisor/Uni-traines Feedback Setting. 
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Some of the limitations of the individual supervisory з а 
can be overcome by this setting. Тһе advantages of m mu s 
supervisor/uni-trainee setting are related to Ч врч dena 
tion ; (ii) exposure of different view points : (iii) less chan cid 
domination ; and (iv) healthy competition. Each of the abo 
mentioned advantages is described briefly below : 


*This setting is most suitable in the beginning stages of the 
training given to peer Supervisors. One peer supervisor may 
observe one component of a skill, another supervisor second com- 
ponent and so on. During the feedback process, one peer super- 
visor provides the feedback related to the first component only. 
Similarly, other Peer supervisors provide the feedback on the next 
components of a particular skill. So this setting facilitates the 
peer supervisors to carry on accurate observations, depth- analysis 
and pin-pointed feedback. 

«Different view Points on 
cussed by, one or the other 


*In this setting, 
chances of dominati 


the teaching behaviours can be dis- 
supervisor. 


there is more than one supervisor so the 
ng the supervisor over the student teacher 


*Due to group setting, 
Student teachers to comp 
Peers. The practice tea 
variety. 


there is a healthy competition among the 
are their own teaching behaviours with 
Ching situation is enriched by a wide 


limitations which are : (i) non avail- 
; i) difference of opinion ; 
is neglected. 
elow : 


(iii) less 
Each of these limita- 


requires more than One supervisor, 
Normally college Supervisors are not available in such a large 
involved. But 
Visors has its own limitation and 
difficulty. ; 

*Sometimes, 
decision 
trainee j 
do for f 
frustati 


r it is difficult to arrive at a common acceptable 
‚ IN a group of Supervisors, At Such occassions the 
S in conflicting Situation, He May fail to decide what to 
urther improvement. This in turn leads to Stagnation and 
on in the trainee. 
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xThis setting is not economical in terms of time requirement. 
When more than one supervisors are involved to discuss one 
case, normally it takes more time. 


«Supervisors may involve themselves in discussion, to the 
extent that they neglect the trainee and his view point. 
a situation, the trainee is only a passive listener. 
hinder the process of healthy feedback. 


In such 
Such situations 


5.2.3  Multi-Supervisor|Multi-Trainee Setting : The third 
setting under group feedback is multi-supervisor/multi-trainee 
setting. In this setting, a group of supervisors provide feedback 
to a group of student teachers simultaneously. All the student 
teachers of the group deliver one lesson each, one after the other. 
Each lesson is observed by a group of supervisors. After the comple- 
tion of one lesson of each of the trainee, the supervisors analyse 
all the lessons and list common points of strength and weakness. 
After this the group of supervisors provide feedback to the whole 
group of students teachers simultaneously. The whole situation 
looks like open discussion within and between the groups. 


Some of the advantages of this type of setting are ; (i) critical 
observation; (ii) complexity reduced: and (iii) economical in time. 
Each of the above mentioned advantages is described briefly as 
follows : 


+The lessons are observed more accurately and critically in this 
setting due to the availability of more than one supervisor. This 
helps in providing comprehensive feedback. 


lf the practising skill is more complex having eight or ten 
components, the supervisors may select one or more components 
ofthe skill for observation and providing feedback, Thus the 
group supervisory setting, reduces the complexity of the skill. 
Hence the feedback is more accurate and comprehensive. 


xThis group supervisory feedback setting requires less time in 
providing feedback to the group of student teachers than the 


individual feedback setting, because in this Setting. the feedback 
is provided to the whole group Simultaneously 


This feedback setting has a few limitations which are : (i) feed- 
back is global and general ; and (ii) difficult to manage. Each of 
these limitations is briefly described below : 2 
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xWhen the feedback is provided to the whole group simultane- 
ously, it becomes more globaland general in nature and fails to 
point out the weaknesses of each student teacher's lesson. 


xSince many supervisors have observed a large number of 
lessons of the pupil teachers, therefore, huge amount of obser- 
vation is piled up. Further the feedback discussions are delayed 
as the supervisors had to wait for the completion of last lesson. 


The systematic compilation will consume additional time. In 
order to avoid this, the supervisors tend to plung into discussions. 
The result is that the order of speakers is missing. the sequence 
of ideas is not predetermined, the priority of the themes is not 
Worked out, and so on This creates a very undesirable and 
harmful situation. Therefore, this type of feedback setting be 
used with care and lot of preparations. 


Feedback Setting 
| 


| 
Individual Group 


Feedback Setting Feedback Setting 


(i) Uni-supervisor/multi-trainee 
(a) Sequential feedback 
(b) Simultaneous feedback 


(її) Multi-supervisor/uni-trainee 
(iii) Multi-supervisor/multi-trainee 


Figure 1. Summary of Different Feedback Settings 

The above description indicates that each feedback setting has 
peculiar advantages as well as som? limitations Now question 
arises, which is the best setting for a given setting ? There is no 
single, direct and universally acceptable answer to this question. 
There is need to conduct experiment to see the relative effective- 
ness of different feedback setting in terms of improvement of 
teaching behaviours of trainees. The selection of particular feed- 
back setting will depend upon the availability of physical 
facilities, time and supervisory manpower. 


60 IMMEDIATE AND DELAYED FEEDBACK 
On the basis of the length ofthe tima gap between Teach 
Session and Feedback Session, the feedback can be classified 
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into two categories : (i) Immediate Feedback; and (ii) Delayed 
Feedback. The immediate feedback is further sub-divided into 
two ; (a) instant or on the spot feedback, and (b) feedback just 
after the completion of the lesson. The details alongwith merits 


and delimitations of each of these types of feedback is given 
below : 


6:1 Immediate Feedback 


Immediate feedback implies the provision of feedback during 
the practice teaching or just after the lesson has been completed. 
Thus, immediate feedback is of two types: (a) feedback during 
the lesson or on the spot feedback—Process feedback ; and (b; 


feedback just after the completion of the lesson, immediate post 
process feedback. 


6:1:1 On the Spot Feedback : A few trainees have termed it 
as instant feedback. This type of feedback is provided during the 
teaching ' session itself. It is a well known fact that in training for 
dramatics, music, song or dance etc., feedback is provided on the 
Spot. When a trainee exhibits any undesirable behaviour during 
the practice, the trainer interrupts and informs the trainee about 
that undesirable behaviour and then asks him to discontinue the 
Practice. The trainer discusses, demonstrates, and suggests ways 
to improve that particular behaviour. In case such an immediate 
feedback is not provided, the trainee may continue to repeat those 
undesirable behaviours and such undesirable behaviours may be 
unnecessarily strengthened due to conditioning. So it is better to 
Provide on the spot feedback to achieve the target behaviour. 
Similarly, in teachers' training programme, instant feedback may be 
more effective than other types of feedback In this setting, the 
Supervisor instantly interrupts during the lesson whenever any 
undesirable behaviour is exhibited by the trainee. Immediately he 
given pin-pointed directions and suggestions to improve the given 
teaching behaviour. On the spot feedback may be provided by 
teacher educator or peers. After receiving the corrective feedback, 
the trainee proceeds to the next step in sequence. 


This type of feedback has a few advantages which are: (i) 
immediate information ; (ii) common feedback, and (iii) complete 
and immediate information. Each of these advantages is described 
briefly as follows : 
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* Student teacher is able to know his undesirable teaching 
behaviour immediately and gets the immediate information to 
improve that behaviour. 


* All the student teachers of the group are benefitted by 
Observing the mistakes of their peers and by listening to the 
remarks or suggestions given by the supervisor to improve 
thesemistakes 


* On the spot feedback is тоге pin-pointed, accurate and 
objective because both the trainee and supervisor are aware of 
immediately occuring undesirable teaching behaviours. If the 
feedback is delayed, the trainee as well as the supervisor may not 
be able to recall all the undesirable teaching behaviours which 
occured during the lesson. 


This type of feedback has a few limitations which are ; (i) 
continuity is broken; (ii) artificiality is induced ; (iii) more time 
required; and (iv; student teacher may feel humiliated. Each of the. 
&bove limitations is described briefly as follows : 


* By providing on the Spot feedback the continuity of the lesson 
is disturbed. Student teacher may feel disturbed due to the 
repeated interventions of the Supervisor. Thus he may fail to 
practise effectively. 


* The lesson becomes too artificial and mechanical. Natural 
flow of teaching is lacking in such situations. 


* In this setting more time is required to complete the lesson. 
Pupil time is wasted. 


* If a student teacher is exhibiting too much undesirable teach- 
ing behaviours during the lesson and the supervisor tends to 
point out every undesirable behaviour, then the student teacher 
may feel humiliated and may develop inferiority complex anda 
strong aversion to teaching. In such situation, on the spot feed- 
back is rather harmful. 


Whenever desirable demonstration of behaviours continues, 
the supervisor does not stop the process for Providing apprecia- 
tion. Thus this process of giving feedback is only negative in 
rather than positive, 


6.1.2. Feedback just after the Completion of the Lesson: 
In this Setting, feedback is provided just after tha completion of 
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4helesson, Feedback is immediate as the supervisor avoids delay 
ёп providing the feedback, Before arranging the next lesson, the 
supervisor provides complete feedback to the trainee. There is 
no time gap between the end of teach session and beginning of 
feedback session. 


Some of the advantages of this type of feedback are : (i) conti- 
nuity maintained; (ii) natural flow; (iii) objective, accurate feed- 
back; and (iv) economical in terms oftima. Each of these advan- 
1ages is described below briefly : 


= There is continuity in the teaching process becaus? the feed- 
‘back is provided after the co mpletion of the lesson. 


« A student teacher can teach the lesson with natural flow be- 
cause there is no intervention during the lesson by the super- 
visor. 

+ The supervisor can provide objective, accurate and precise 
feedback because thereis no time gap between 'teach' and 


‘feedback’ sessions. Forgetting does not take place as much as 
in delayed feedback. 


æ It requires less time in comparison to ‘On the Spot feedback’ 
system. 


.*This system of providing feedback facilitates to have the gestalt 
view ofthe teaching behaviour. Also, the supervisor gets more 
time to consolidate his view point. Both these points indirectly 


contribute for improving the quality and relevance of feedback. 
62. Delayed Feedback 


in this setting, the feedback is nsither provided im mnadiately 
after the completion of the lesson nor during the lesson as is done 
in case of immediate feedback. Rather there is a time gap bet- 
ween the teach session and the feedback session. How much 
time interval should be there between the ‘teach’ and ‘feedback’ 
sessions forcalling it a delayed feedback is still a controversial 
issue. A few researchers and teacher educators are of the opinion 
that all types of feedback arrangements are delayed ones except 
the instant feedback which is provided during the lesson. But 
majority of the teacher educators are of the opinion that delayed 
feedback is one, which is provided on the next day of the 'Teach 
Session'. Hence, we may consider that the delayed feedback is 
one which is not provided just after the lesson but essentially 
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before the replanning or the presentation of the next lessor. 
Delayed feedback may be provided at the end of the completion 
of one lesson of all the student teachers of that group on the same 
day or prior to planning session on the next day. The delayed 
feedback may be arranged in ‘individual’ or ‘group’ setting. 


The advantages of this type of feedback are : (i) availability of 
sufficient time for self evaluation ; (ii) alertness of the mind of 
the trainee for longer duration ; and (iii) useful to weak person- 
ality trainee. Each of the advantages is described briefly as 
follows : 


* The delayed feedback has less advantages than limitations. 
The only advantage of this type of feedback is that the trainee gets 
sufficient time for self evaluation and can compare his teaching 
with his peers. It is difficult to say about the extent of benefits 
one can get from self evaluation at the initial stage of training. 


* The absence of interactive feedba:k immediately after the prac- 
tice excercise increases the covert thinking in the mindof the 
trainees. The unsettled points continue to hang in the mind. 
Various pros and cons are continuously being examined by the 
trainee. Thus the mind remains alert for a longer duration. This 


may indirectly increase the rate of learning provided it is followed 
by explanatory feedback. 


* Delayed feedback system is very useful when a given trainee 
is unable to receive the negative feedback, due to his weak per- 
sonality. 


This type of feedback has a few limitations which are : (i) long 
time gap : and (ii) loss of interest. Each of the above mentioned 
limitations is described briefly as follows : 


* Delayed feedback is generally not so accurate exact, pin-poin- 
ted and objective. Due to the time gap between teach sessiom 
and feedback session, the supervisor as well the trainee may for- 
get some of the important aspects of the lesson. 


«lt is possible that due to longer time gaps, the trainee may lose 
his interest in the feedback Many a times, in delayed feedback, 
the motivational aspect of both the trainee as well as the super- 
visor is lacking. They may fail to develop real climate for provid- 
ing the feedback and receiving the feedback. AC Wer 
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Keeping the limitations of delayed feedback in mind, supervi- 
sors are advised to avoid this type of feedback as far as possible. 


It is high time that researchers in teacher education and other 
persons should study the relative effectiveness of 'on the spot 
feedback, feedback 'just after the completion of the lesson', and 
^delayed' feedback. Suitability of the type of feedback for vary- 
ing trainees needs to be examined more carefully. Keeping in 
view, the nature of trainees, nature of trainers, kinds of learning 
task, and desired outcomes, it is expected from educational rese- 
arch and behaviour modification experts to design alternate situa- 
tions having varying components of feedback systems. 


70 STRATEGIES FOR PROVIDING FEEDBACK 


There are four strategies which can be used by the supervisors 
for providing feedback to student teachers. These four strategies 
are : (i) directive feedback ; ii) non-directive feedback ; (iii) inter- 


active feedback ; and (iv) eclectic feedback. ' A detailed descrip- 
tion of these strategies is given below. 


71 Directive Feedback Strategy 


In the directive feedback strategy, the supervisor provides 
direct information, reactions, opinions, and suggestions without 
involving the student teacher in the process of feedback. This 
Strategy is supervisor centered. He is more active than the trainee. 
It is assumed that the supervisor is a professionally competent 


person, who can provide feedback for improving the teaching be- 
haviours of the student teacher. 


Here, the supervisor acts as an 
instructor. 


The supervisor observes the complete lesson and then 
on the bases of his observations, he analyses the teaching behavi- 
ours of student teacher into desirable and undesirable behaviours. 
After analysis, he directly gives his opinion, reactions, and sugges- 
tions to the trainee with a view to strengthen his desirable teach- 
ing behaviours and to minimise his undesirable teaching behavi- 
ours. Неге the student teacher remains passive listener. He is 
not allowed to participate in the process of feedback. Some ex- 
perts believe that this strategy is not very effective since behavi- 
our modification requires something more than mere information 
or instruction. It necessarily requires verbal and emotional inter- 
action between student teacher and the supervisor. 
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In order to improve the teaching behaviours ofa student tea- 
cher, the suparvisor must provide opportunity for free and frank 
discussion. The supervisor should take care of emotional make 
up. The supervisors are advised to avoid the use of direct feed- 
back strategy. This strategy does not work with mature, older, 
extrovert and reason oriented persons. 


7:2 Non Directive Feedback Strategy 


The second feedback stratagy is non-direztiva feedoask stratagy. 
In this strategy; the supervisor avoids giving direct information, 
directions, reactions and opinions to the student teacher. The 
student teacher analyses his teaching and then finds out his strong 
and week points and then approaches the supervisor for sugges- 
tions for further improvement in his teaching. This strategy is 
trainee-centred. The supervisor observes the complete lesson and 
then on the basis of observations, he analyses the teaching be- 
haviours of the student teacher. At the end of the lesson, the 
supervisor creates such a situation so that each student teacher 
feels free to analyse his own teaching behaviours. The supervisor 
indirectly gives suggestions for improving the teaching behaviours 
of student teacher. He does so, only when heis asked by the 
student teacher and the situation is ripe. Here, the supervisor 
does not make any categorical reactive remarks which are likely 
to hurt the feelings of the student teacher. There is a non-threat- 
ening and informal atmosphere in which the student teacher feels 


free and secure. 


The role of the supervisor is to assist tha. studant teacher, only 
when he requires it. The success of this strategy depends upon 
the interest, motivation and involvement of the student teacher. 
The limitations of this strategy is that individual freedom is stress- 
ed too much, whereas the cognitive aspect is neglected on the 
part of the supervisor. Perhaps, this strategy cannot be used for 
all the student teachers and in all the practice situations. 


It is better to use this strategy whenever the student teacher 
is motivated to improve his teaching behaviours and possess the 
ability to : (a) communicate, (b) make intelligent choices ; (c) take 
initiative ; (d) behave іп a responsive manner; апа (e) to think 
critically and creatively. 
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73. Interactive Feedback Strategy 


The third feedback strategy is interactive feedback strategy. 
In this strategy, the feedback is provided by the supervisor through 
mutual discussion with the student teacher. The supervisor and 
the student teacher both are actively involved in the process of 
feedback. The student teacher here does not actas a passive 
listener as in the case of directive feedback approach. The super- 
visor helps the student teacher whenever he feels the situation 


demands or whenever the student teacher directly asks for help, 
during the process of feedback. 


The supervisor observes the complete lesson and then analy- 
ses the teaching behaviours of the student teacher into desirable 
and undesirable teaching behaviours. After this, he establishes 
rapport with the student teacher so that the trainee may feel сот. 
fortable and secure. The supervisor initiates the discussion while 
keeping in view his analyses of the teaching behaviours ofthe 
student teacher. First of all, he focusses upon the desirable teach- 
ing behaviours and appreciates these behaviours. After this, he 
points out towards the desirable teaching behaviours which were 
expected to occur during the lesson but were absent. Lastly, he 
pin-points the undesirable teaching behaviours exhibited by the 
Student teachers. Then he suggests alternatives to minimise the 
undesirable teaching behaviours. Whether these suggested alter- 
natives are workable or not, is decided by the supervisor as well 
as the student teacher. This Strategy is democractic and psycholo- 


gically sound as there is healthy participation and discussion by 
both the supervisor and the Student teacher. 


74 Eclectic Feedback Strategy 


In the eclectic feedback Strategy, there are different ways of 
providing feedback to the student teacher. Here the supervisor 
can make use of directive, non-directive, and interactive strategies 
as and when the situation demands. Depending upon the nature 
of the student teacher, and the nature of the task, the supervisor 
can make use of any one or a combin 


B zr ation of these three strate- 
gies for providing feedback. 


The Supervisor Observes the complete lesson and then on the 
bases of his observation, analyses the feaching behaviours of the 
student teacher into desirable and undesirable teaching behaviours, 


mx] 
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After this, he establishes rapport with the student teacher, so that 
the trainee may feel comfortable. On the bases of his judgement, 
the supervisor makes use of directive or non-directive or interactive 
or a combination of these strategies Even within one feedback 
situation, the supervisor may constantly go on changing the style 


and structure 


bility on the part of the supervisor. 


TABLE 1 


Summary Table of various Strategies Feedback 
pienis ыйы чш ee ee ee АНСАТ 2. 


Of course, it requires more competence and flexi- 


Name of Role of Role of Student Remarks 
Strategy Supervisor. Teacher 
Direct Provides direct Silent listener. Supervisor- 
Feedback suggestions, centred, so 
Strategy information and use with 
opinion. caution. 
Non- Provides infor- Self analysis of Traiuee- 
directive mation or sug- his teaching, centred, use 
Feedback gestions, if asks suggestions if the trainee 
Strategy student teacher from the super- is highly moti- 
demands. visor for imoro- vated. 
ving his teach- 
ing behaviours. 
Inter- Gives sugges- Actively partici- Maximum use 
active tions and infor- pates in discus- of this stra- 
Feedback mation through sion during feed- tegy is desir- 
Strategy discussion. back process. able during 
feedback pro- 
cess. 
Eclectic Onthe bases of It is expected Choice of 
Feedback analysis of the from the student strategy lies 
Strategy lesson and teacher that he according to 
nature of the should actively individuality 
student teacher involve himself of the trainee. 
he may select in the process of 
and use appro- feedback. 


priate strategy/ 
strategies. 
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Researchers and field workers are usually interested to know 
the relative effectiveness of these four strategies of providing feed- 
back. There is no direct answer to this question. The compara- 
tive Table 1 indicates the relative position of each strategy with 
regard to the role of supervisor and role of student teacher. It is 
hypothesised and one can observe from the table that different 
feedback strategies are meant for different types of student tea- 
chers. This hypothesis needs to be tested. 


In addition to strategies for providing feedback, there can be 
different strategies for receiving feedback also. As we know that 
the ultimate purpose of providing feedback is to improve the tea- 
ching behaviour of the student teacher. The maximum improve- 
ment in behaviour is not feasible until and unless the student tea- 
cher employs the best Strategy to receive the feedback. Hence, 
teacher educators need to visualize and explore the use of differ- 


ent strategies for receiving the feedback on the part of student 
teachers. 


80 TRAINING APPROACHES FOR DEVELOPMENT 
FEEDBACK COMPETENCE 


This caption aims at the selecti 


on of a suitable training approach 
from amongst different a 


pproaches meant for the development of 
feedback competence, After going through related literature, it 
Was found that feedback competence can be developed through 
three training approaches. These approaches are: (i) systems 
approach ; (ii) cybernetic approach ' and (iii) behaviour modi- 


fication approach. A brief description of each of the three 
approaches is given below : 


8:1 Systems Approach 


The first approach for feedback training is systems approach. 
This approach looks at the different functions of the components 
of a process and examines their inter-relations not only with each 
other but Other processes as well. |t is extremely important to 
determine the nature of these interaction as well as the nature of 
the components themselves (Stammers and Patrick, 1975). A 
model of 'system approach' to training by Eckstrand, 1964) jis 
being reproduced in Figure 8:2 
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AND TRAINING 
MATERIALS 


iss pete DEVELOP CRITERION 
MEASURES 
(2) 


Fig 2. Eckstrand's Training System 

Eckstrand (1964) analysed the training system into seven com- 
ponents ; (i) defining training objectives ; (ii) developing criterion 
measures; (iii) developing suitable training treatment ; (iv) 
developing suitable training materials ; (v) actual training 
(practice) ; (vi) feedback; and (vii) modifying components on 
the basis of feedback. 

Systems approach includes not only the human being who is 
behaving, but the organisation of which he is a part. The machi- 
nery and the communication system that make up that organi- 
sation, the ways as personnel are deployed and the kinds of 
training that are utilized (Joyce and Weil, 1972). 

8:2 Cybernetic Approach 

The second approach for feedback training is the cybernetic 
approach. This approach considered the human being like an 
electric machine or “cybernetic system” which uses the process of 
sensory feedback to control and modify its own behaviour. 
Cybernetic theory views the individual as a feedback system which 
generated its own activities in order to detect and control specific 
stimulus characteristics of the environment (Joyce and Weil,1972). 
Cybernetic research analyzes the intrinsic mechanisms by means 
of which control is established and maintained,that is, the closed- 
loop, sensory feedbatk mechanism. In contrast, conventional 
learning research conducts open-loop analysis of the relation- 
ships between extrinsic events—stimuli and reinforcements—and 
Observed response (Smith and Smith, 1966). Thus, the cybernetic 
concepts of dynamic feedback and self-regulation were essential 
additions in accounting for and substantiating the design of 
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training programmes for complex behaviours. |n this approach, 
the feedback control system incorporates three primary functions : 
(i) it generates movement of the system towards a target of 
defined path; (ii) it compares the effects of this action with the 
true path and detects error; and (iii) it utilizes this error signal 
to redirect the system (Smith and Smith, 1966). 


8.3 Behaviour Modification Approach 


The third approach for designing feedback training strategy is 
behaviour modification approach. The assumption of this approach 
is that human behaviour is lawful and can be subjected to external 
variables ; variables that lie outside the organism in its immediate 
environment and personal history. The attention to external 
variables possesses distinct advantages, particularly for the 
educator. One does not have to imagine an inner agent or 
process (i. e. thinking, understanding) inaccessible to observation 
and manipulation (Skinner, 1957). Thus, the task of the teacher 


is one that of establishing and manipulating a complex class of 
behaviours under his control (Green, 1962). 


A systematic training programme under behaviour modification 


approach has been developed by Smith (1977). This training 
Programme includes following six elements : 


(i) Establishment of the practice situation. 
(ii) Specification of the behaviour. 


(iii) Performance of the specific behaviour. 
(iv) Feedback of information about the performance. 
(v) 


Modification of performance in the light of the feedback. 
(vi) Performance 


j :e-feedback-correction-practice-sehedule con- 
tinued until desirable skillfulness is achieved. 


А Weil and Joyce (1978) have developed a training approach 
or 


getting the competence in different Models of Teaching. This 
training approach has four components : 
understanding the model ; (ii) viewing the model; (iii) plan- 


ning and peer teaching ; and adapting the model. These com- 
ponents and their parts are listed in Table 2. 


(i) describing and 
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TABLE 8:2 


Components of the Training System 


ШЕЛ. ee eS eee 
Component | : Describing and Understanding the Model 


Materials Activities 
1. Theory and Overview Reading 
2. Theory in Practice Reading 
3. Taking Theory Into Action Reading/Writing 


4. Theory Check-up 


em 


Component M : Viewing the Model 


1. Analyzing Teaching Reading/Writing 
2. Viewing the Lesson Reading/Writing/ 
Discussion 
Optional Material Optional Activities 
3. Analyzing the Demonstration Discussion/Writing. 
Component Ill : Planning and Peer Teaching 
Materials Activities 
1. Selecting the Topic Reading/Writing 
2. Preparing and Organizing, Materials. Reading/Writing 
3 Determining Educational Objectives Reading/Writing 
4. Completing the Planning Guide Writing 
5. Peer Teaching Teaching 
6. Analyzing the Lesson Discussion/Analysis 
Optional Material Optional Activity 
7. Microteaching and Analysis Teaching/Analysis 
Component IV : Adapting The Model 
Materials Activity 
1. Curriculum Transformation Reading 
2. Long Term Uses Reading 


3. Combining the Model with Other Reading 
Models of Teaching 


The behaviour modification strategy further includes two 
approaches : (i) global approach and (ii) analytical approach. 
The global behaviour modification approach is most prevalent and 
is, some times ‘called as traditional feedback training approach. 
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The analytical approach is recent in origin and is sometimes called 
as technical skill approach. 


In the global training approach, the principles of behaviour 
modification are not applied systematically (McDonald, 1973). 
This approach does not represent a systematic application of the 
principles of behaviour modification for three reasons. First, no 
attempt has been made to sort out what is to be learnt by observ- 
ing and what is to be learnt by practice. Presumably, one is to 
practice what one has observed, but provision is not made for 
the possibility that most of what is to be learnt may have been 
acquired by observation. 


Second, the conditions that make observing and practicing 
effective are not carefully controlled. Frequently the observer is 
given only general directions about what is to be observed rarely 
is attention directed to specific teaching behaviours, the conditions 
under which they occur, and their effects. Similarly, the feedback 
provided to student teachers is casual rather than planned, is rare- 
ly given on any schedule known to be effective, and typically 
Covers many specific behaviours. 


Third, the order in which these two components (observation 
and practice) occur in training, depend on the vagaries of train- 
ing institutions and the practicing schools, time tables, the avail- 
ability of sites for observation and practice, The consequence is 
that there is no systematic provision of different kinds of models 
nor of different conditions of practice. 


It may be concluded from the above analysis that traditional 
feedback training approach must be revised extensively if behavi- 
our modification principles are to be applied. 
McDonald (1973) has pointed out that initial eff 
be mediated by tinkering with components, by 
les that tie knowledge and practice together m 
introducing segments of training for Specific pu 


In this connection, 
orts at change may 
introducing modu- 
ore tightly, or by 
rposes. 

In the technical skill approach, an attempt has been made to 
analyse the process of providing feedback into well defined com- 


ponents that can be understood; described, practiced, observed, 
evaluated, controlled and predicted. 


It seems that the analytical! behaviour Modification approach is 
feasible, systematic and Convincing. It has got well-defined 
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steps. Further, some literature related to this approach is also 
available. Keeping these points in view, we have selected the 
analytical behaviour modification approach for designing а feed- 
back training. The details of this approach are presented under 
subsequent caption. 


90 STRATEGY TO TRAIN PEER SUPERVISORS 
FOR PROVIDING FEEDBACK 


Under this capition, the strategy to train supervisors for provi- 
ding effective feedback is discussed. This strategy consists of 
three steps namely : (i) theoretical orientation ; (ii) viewing the 
model feedback ; and (iii) practice in simulation. Each step is 
discussed below in terms of its purpose, procedure and classroom 
setting. The first step, namely, theoretical orientation involves 
cognitive activity. The second step that is viewing model feed- 
back consists of three sessions. These three sessions are ; (a) 
Practice Session ; (b) Model Feedback Session ; and (c) Model 
Feedback discussion session. The third step, namely, practice in 
simulation also consists of three sessions: (а) Practice Session ; 
(b) Feedback Session ; and (c) Feedback discussion session. A 
brief description of each step is given below. 


9:1 Theoretical Orientation 

The first step in feedback training is theoretical orientation. 
The purpose of this step is to give an orientation to peer super- 
visors in various aspects of the feedback process. This will help 
the peer supervisors to develop a sound theoretical understanding 
of various aspects of the feedback. The various aspects of feed- 
back included for theoretical discussion in the orientation pro- 
gramme are as given below : 

(i) What is feedback ; 

(ii) Importance of feedback in Microteaching programme ; 

(iii) Steps in providing Feedback ; 

(iv) Sources and types of Feedback ; 

(v) Strategies for providing the Feedback ; 

(vi) Steps involved in the process of feedback, training, and 

(vii) Discussion on observation schedule for Feedback training. 


9:2. Viewing the Model Feedback 
The second step in the process of feedback training is viewing 
the model feedback. The purpose of this step in feedback train- 
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ing is to provide an Opportunity to peer supervisors to have a 
direct observation of model feedback in simulation. This step 
consists of three sessions which are: (i) Practice Session ; (ii) 
Model Feedback Session, and (iii) Model Feedback discussion 
session. 


9.2.1 Practice Session. The first session in the model feed- 
back is practice session. In this session, a student teacher gives 
alesson while practising a particular skill in simulation. This 
lesson is being observed by two college supervisors and peer 
supervisors by employing the observation schedule meant for that 


particular skill. The classroom setting during Practice Session is 
shown in Figure 3. 


=> ——————————— 


f | 
| (ST) | 
| Р, P, P, | 
| ST=Student Teacher 
| P4 Be Р, | P —Peer student teachers 
| | playing the roles of 
| CS, CS, | pupils. 
| | CS=College Supervisor. 
| PS, PS2 PS; | PS— Peer Supervisor. 
| PS; PS, | 
( | 


a SHORE: 


Fig. 3. Classroom Setting during Practice Session. 


922 Model Feedback Session : The second session in the 
model feedback is Model Feedback Session. At the end of the 
practice lesson, the peers who are playing the roles of pupils will 
move to the back benches behind the peer supervisors and then, 
one of the college supervisor (CS,) provides feedback to the stu- 
dent teacher. This feedback is known as ‘Model Feedback. The 
model feedback is being observed and analysed by the second 
college supervisor (CS.) and peer supervisors by employing pres- 
cribed observation schedule meant for feedback training This 
tool is known as “Observation Schedule for Feedback Training,’ 
(OSFBT). During feedback process the college supervisor (CS1) 
and the student teacher should sit facing each other in sucha 
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posirion so that they are clearly visible to the second college super- 


visor {С$,) and Peer Supervisors for observation as shown in 


Figure 4. 
BE cocum n erc 7 1 
| (ST) cs, | 
| Cs, | 
| ps, PS, PS, PS, | 
| PS, | 
| P, P. P, Py | 
| Р, Р, | 


Fig. 4. Classroom Setting during Model Feedback. 


9:23 Model Feedback Discussion Session : The third session 
in the model feedback is Model Feedback discussion session. 
During this session, the second college supervisor moves in the 
position of student teacher and the student teacher joins his peers. 
Не (С5,) discusses with the first college supervisor the Model 
Feedback Session which was observed with the help of ‘OSFBT.' 
This feedback discussion is silently viewed by peer supervisors and 
the peers. (See Fig. 5). After the completion of this discussion 
between the two college supervisors, all the peer supervisors are 
invited to clarify their doubts from these two college supervisors. 
The classroom setting during this session is shown in Figure 5. 


Fig. 5. Classroom Setting during Model Feedback Discus- 
sion Session. 
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9:3: Practice in Simulation 


The third step in the feedback training is Practice in Simulation. 
The purpose of this step is to provide an opportunity to peer 
supervisor to practise the feedback process in simulation, This 
will help the peer supervisor in developing an insight into the 
process and develop certain necessary skills required for providing 
feedback, such as, (a) Observation of the lesson ; (b) analysis of 
Observed lesson ; (c) establishing rapport with the student teacher; 
(b) creation of tension free climate and (e) "providing objective 
and pin-pointed feedback. The various sessions involved in this 
step аге : (i) Practice session ; (ii) Feedback session; and (iii) 
Feedback discussion session. A brief description of these three 

steps is given below : 


93.1 Practice Session. The first step of Practice in Simula- 
tion is Practice Session. A student teacher gives a lesson on a 
particular skill in simulation. This lesson is being observed by 
one college supervisor and a peer supervisor on the observation 


Schedule meant for that skill. The classroom setting of this sess- 
ion is shown in Figure 6, 


) 
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Fig. 6 Classroom Setting during Practice Session. 


: 932 Feedback Session. The second Session of Practice in 
Simulation is Feedback Session. After completion of the lesson 
the peer supervisor provides feedback to the student teacher ah 
the basis of his teaching skill based observation. This feedback 
is observed by the college supervisor on OSFBT “Observation 
Schedule For Feedback Training." The classroom Setting during 
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this skill based feedback session is shown in Figure 7. 
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Fig. 7 Classroom Setting during Feedback Session. 


9:33 Feedback Discussion Session. The third and the last 
session of Practice in Simulation step is called Feedback Discuss- 
ion Session. In other words, this session focusses upon provid- 
ing feedback about feedback process. The college supervisar 
moves in the position of the student teacher and the student tea- 
cher joins his peers. After this, the college supervisor starts dis- 
cussion with the peer supervisor on the basis of his observatiom 
about feedback as observed through OSFBT. "Observation Sche- 
dule for Feedback Training." The feedback discussion is silently 
listened by all the student teachers. The classroom setting dur 
ing discussion on feedback session is shown in Figure 8. 
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Fig. 8 Classroom Setting during Feedback 
Discussion Session. 


Thus, these steps, namely, ‘Practice’ (teach), ‘Feedback’ (about 
teach), and ‘Discussion Feedback’ (feedback on feedback) con- 
stitutes a “Feedback Cycle." Generally peer supervisors attaim 
the optimum competence in the process of providing feedback 
within three or four feedback cycles. But the number of cycles 
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wiil vary according to the personality of the student teacher, crite- 
tion of master learning and feedback trainer. 


As already stated earlier, it is certain that to provide feedback 
is a technical task and it requires certain specific skills on the part 
of the supervisor. Similarly, to receive feedback is also a techni- 
cal task and it also requires specific skills on the part of the stu- 
dent teachers There is a need to explore the training strategy 
for student teachers to receive the feedback. Inthe incoming 
years, we are proposing to undertake this task. 


10:0 NEED AND NATURE FOR FEEDBACK TRAINING 


Under this caption, need and nature for feedback training is 
discussed. This caption has two sections : (i) need for feedback 
treining ; and (ii) nature of feedback training Under need for 
Teedback training section, a brief review of feedback and remarks 
given by different educationists are reported. Many researchers 
and educationists like Palsane and Ghanchi (1967), Joseph (1967), 
Sharma (1968), Rastogi (1969), Marr et al. (1969), Srivastava 
(1970), Saikia (1971), Mehrotra (1974), Passi (1975), Passi and 
Lalitha (1976), Dholakia (1979) and Das (1980) have found that 
existing student teaching programme is not very effective because 
of the inadequate and haphazard supervision and subjective and 
global feedback. The second part related to the nature for feed- 
back training deals with the feedback training strategy which is 
based on analytical behaviour modification approach. Under this 


section, studies of Hooda and Syag (1980) and Passi and Dubey 
(1983) have been reported. 


)01 Need for Feedback Training 


This section deals with review of various studies showing the 
need to introduce feedback training. 


While commenting the overall training programme, Buch and 
Yadav (1974) have pointed out that much dissatisfaction has 
been shown about the training provided to the teachers. The 
trainees are not satisfied, the consumers are not satisfied, and 
more than this, even the trainers are not satisfied with training 


programme. Apart from this overall dissatisfactio 
chers have shown the inconsistenc 


eaching programme, 


n,a few resear- 


y and inadequacy of student 
Some of the studies are as follows. 
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Rastogi (1989) coaducted a study at CIE, Delhi, in which he 
analysed 1,778 supervised lesson plans having 7,160 remarks 
given by school principals and college supervisors. The results of 
the study revealed that (i) the school principals generally gave a 
short supervision note, consisting of three to four remarks, whereas, 
college supervisors gave six to eight remarks per lesson ; and 
(ii) remarks given by the school principals are ‘appreciative’ and 
‘neutral’, whereas, those given by the college supervisors are 
suggestive, negative, and only to some extent appreciative 


Passi (1975) reviewed the literature related to the supervision 
of existing student teaching programme, and concluded that the 
supervisors lack the specific and objective feedback on student 
teacher's performance, essential both to motivating and directing 
behavioural modification in them. At present, feedback in the 
supervision of student teachers is ordinarily based on supervisor's 

| recall and selective note takings. In tha absense ofa common 
| frame of reference, the student teachers may covertly or overtly 
| ` oppose the supervisor's feedback and suggestions. 


| Further, she analysed 2,065 comments given by supervisors 

on 762 lessons of 127 B. Ed trainees of Baroda University. Those 
comments were classified into twanty one categories of the GTC 
scale and then subjected to chi-square technique. Some of the 
important conclusions drawn from the analysis of these comments 


are : 
(i) Generally, the remarks given by the supervisors were 
subjective in nature. 


(ii) The remarks were given in a very generalized form ; they 
lack specificity in behavioural terms. 


(iii) Most of the times, the comments were prescriptive and 
did not give the causal explanation. 


(iv) Supervisors did not use any observation performa for 
observing the lesson and later on providing the feedback. 


Passi and Lalitha (1976) pointed out that supervision of 
practice teaching is haphazard and indiscriminating. 


Dholakia (1979) conducted a study to see tne effects of 
observers and feedback upon changing the teaching performance 
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of student teachers. Before conducting this study, she reviewed 
the literature related to supervision and feedback in existing 
student teaching programme. In conclusion, she reported that, 
researchers have pointed out that the observers could not observe 
systematically the lesson of student teachers. The feedback given 
by the observers was global, subjective and casual. 


Dholakia (1979) critically examined the comments written 
By the observers on 7,500 lesson plans of 250 student teachers. 
The comments were analysed on the basis of the Cicirelli's 
Category. System. The results revealed that (i) generally 
supervisory comments were brief, global and cover only few 
aspects of classroom situation, such as, lesson content, lesson 
plan preparation, errors, discipline problems etc. Some of the 
important aspects of classroom situation like classroom manage- 
ment, rapport with pupils, evaluation etc, were rarely or not at all 
touched, and (ii) the observers gave comparatively more 
negative comments than the positive comments. 


Das (1980) studied the existing position of practice teaching 
jn the North Eastern Region and reported. that practice teaching 
had little impact on the trainees and the school children and it 
was not realistic and suitable to the actual classroom situation 
under the present conditions of Schools. The school authorities 


were not satisfied with the practice done by the trainees as this 
hampered their progress of regular class teaching 


While pointing out the defects in existing student teaching 
programme, Das et al. (1980) remarked that it may not be wrong 
1o say that, in such a defective practical and theoretical overloaded 
teacher education programme, the trainee remains almost at the 
same level in his teaching competence even after the training. 


In addition to the above mentioned studies, a few studies 
have been conducted to See the immediate and delayed carry 
over effects of microteaching approach (MT) and traditional 
student teaching (TST) approach in terms of the development of 
the General Teaching Competence (GTC), measured at different 
а ш ^ summary of these studies is presented in the 
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TABLE 3 
Researcher Treatment Exposure between Findings 
and Year P, and P, 
Das, Passi, Variations in Taught five lessons P, equal to Pa 
Singh. Microteaching in school situation. in terms of 
1977. Components. GTC. 


(22 studies) 


Das, Passi, 


Jangira, —do— —do— —do— 
Singh. 
1979. 
Patil. Microteaching 3} Microteaching Two MT Cy- 
1979. treatment cycles. cles sufficient 
for attaining 
mastery in 
skill. 
Ray. MT V/s TST Опе month regular P, equal to P, 
1978 and variation teaching in school їп terms of 
in components situation. GTC skills. 
in MT. 
D'souza. Measurement Observed 16 lessons Equal teaching 
1979. of Longitudi- throughout the competence 


nal growth of practice teaching between les- 
the GTC, after period of about son 1st to les- 


MT training. three months. son 16th. 
Syag. MT V/s TST Exposure between P, greater 
1983. and Peer Feed- P, of P, six micro- than Py 


back V/s Peer- teaching cycles bet- Р, equal to Ps 
cum-aud-iotape ween P, & P,— 
feedback. Practice of 40 Macro 

lessons. 


Measurement Between P, & P, P, equal to Pa 

of GTC atfour one year teaching in terms of 

occasions. experience in GTC. 
schools. 


40 Module of Feedback Training 


Dubey. Training to Practice of 11 les- | Feedback com- 
1983. develop feed- sons between pre-  petence stabli- 
back compe- test and posttest. zes after four. 
tence among lessons. 
peer supervi- 
sors. 
P, = Pre Test ; P, = Post Test1; P, = Post Test 2, 


P, = Post Test 3 ; MT — 


Microteaching ; TST Traditional 
Student Teaching ; 


GTC = General Teaching Competence. 


From the review of the above mentioned studies, following 
two conclusions are drawn : 


(i) Practice of four lessons was sufficient to attain а mastery 
level of competence in teaching skills and feedback com- 
petence. 

(ii) Additional teaching practice between Post test 1 and 
Post test 2 (Practice lessons varies from five to one month 
practice) stages did not produce significant improvement 
on the GTC. 


From the above two conclusions, one can observe that practice 


of a few lessons is sufficient to attain mastery level. This can be 
attributed to the following reasons : 


(i) The given treatments have limited capacity to develop the 
teaching competence. 


(ii) Practice Teaching in school environment may not be con- 
ducive for the full development of teaching competence ; 
Laboratory practice teaching need be emphasized. 

(iii) The cognitive abilities among the student teachers are 
limited. 

(iv) Feedback given during the practice teaching may not be 
helpful to the trainees for the development of the General 
Teaching Competence, 


On the basis of above findin 


f gs and their probable reasons. 
Passi, 


Syag and Vashishtha (1983) have recommended that after 
the attainment of minimum teaching competence through five to 
ten traditional practice lessons, there is need to introduce alter- 
natives in the practice teaching. These could be integrated app- 
roach, mini-teaching, and megha teaching approaches. The 
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approach incorporating isolated practice of developing skills for 
stating specific instructionals objectives, instructional materials, 
test items and evaluation procedures. The additional alternative 
practice teaching could consist of bringing changes in the treat- 
ment, in the school environment, diagnosing the abilities of stud- 
ent teachers and teacher educators. Some of the well known 
alternatives are related to the introduction of improved feedback, 
patterns, changes in contents and changes in pupils. In addition 
to this, mini teaching, megha teaching, integrated approach to 
practice teaching, etc. could be incorporated. Some of the tea- 
cher educators have proposed the model lessons by teachers 
should be introduced after bringing of plateau. Other researchers 
and investigators proposed that isolated practice of specific as- 
pects of the process of teaching be carried on. These aspects 
could be practice of developing skills of stating specific instruc- 
tional objectives, exercises for developing instructional materials 
and exercises for developing variety of test items for evaluation 
procedure. 

In addition to the usual Herbertain Model of Teaching, a vari- 
ety of other models of teaching for practice teaching be introduced. 
This view point was spelt out by Syag (1983) and by two semi- 
nars on ‘Models of Teaching’ held at Indore in 1982 and 1983. 
To give examples, the teaching models, namely, Group Investiga- 
tion (Herbert Thelon and John Dewey), Role Playing (Fannie 
Shaffel and George Shaffel) from Social Interaction Family of 
Models; Inquiry Training Model (Richard Suchman) ; Concept 
Attainment (Jerome Bruner) from Information Processing Family 
of Models; Non-directive teaching (Carl Rogers); Synectics 
(William Gordon) from Personal Family of Models ; and Program- 
med Instruction (B. F. Skinner) ; Simulation (Link, Guetzkaw 
Glasser) from Behaviour Medification Family of Models be tried: 
out. The work of Marsha Well and Bruce Joyce (1972, 1978) is 
very much helpful to move in this direction. 


102 Nature of Feedback Training 


From the review of the studies presented in the above section. 
it appears that the quality of feedback in existing Teacher Train- 
ing Programme is not upto the mark. Itis thus felt that there is. 
need to improve the process of giving feedback in existing teacher 
training programme. The quality of feedback can only be im- 
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proved if the supervisors are properly trained. For feedback 
training, there are three approaches, namely. (i) system approach ; 
(ii) cybernetics approach ; and (iii) behaviour modification appro- 
ach. The details of these approaches have been presented 
earlier. 


From these three approaches, researchers like Hooda and Syag 
(1982) and Passi and Dubey (1983) have selected Behaviour Modi- 
fication approach for feedback training These researchers have 
empirically demonstrated the feasibility and validated the effec- 
tiveness of behaviour modification approach for feedback training. 
The review of these studies has been reported below : 


Hooda and Syag (1982) had conducted a study in the Depart- 
ment of Education, Indore. The purpose of this study was to see 
the effect of feedback upon the feedback performance among in- 
travert and extravert peer supervisors. 


The sample consisted of thirty student teachers. Out of which 
fifteen belonged to the experimental group and fifteen belonged 
to the control group. The experimental group was given training 
for providing feedback and no training was given to the control 
9roup. Both the groups were administered 16 P. F. test. The 
results were computed by employing a test of significance of 
difference between means. It was found that the peer supervi- 
Sors of the experimental group were significanty better in provi- 
ding feedback competence than the peer supervisors of the con- 
trol group. Another finding of this study was that the feedback 
given by the peer supervisors of the control group was global 
and subjective. The duration of the feedback Provided by the 
peer supervisors of the control group was hardly one or two 
minutes andthe peer supervisors simply pointed out the occurrence 
of various components of the skill, They did not mention about the 
desirable and undesirable teaching behaviours, The student 


teachers receiving feedback from th 
е peer supervisors of the 
control group were also not satisfied PAS 


On the other hand, duratio 


n of the feed i 
peer supervisors of the experi back provided by the 


E М mental group was four to five 
esso неч иш peer Supervisors observed the lesson 
and PN ea трна tallies for desirable, undesirable 
bia g teaching ehaviours of student teachers, They deve- 

Ped conducive emotional climate during the process of feed- 
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"back. They have provided better quality feedback and the 
-student teachers were also satisfied with the feedback process. 


The last finding of their study was that extrovert peer super- 
-visors of both the groups that is experimental group and control 
group were better in providing feedback than the introvert peer 
supervisors. 

Recently Passi and Dubey (1983) have conducted a study 
«entitled "Effectiveness of the training strategy for the development 
of feedback competence among peer supervisors under simulated 
'microteaching conditions." Тһе major objective of the study 
was to see the effect of training strategy on the development of 
'feedback competence among peer supervisors. 

This study is being presented under the following heads : (i) 
«methodology; (ii) sample; (iii) treatment; (iv) tool and (v) results 
‘апа conclusion. The details of each heading are given below : 


(i) Methodology. The present study employed the experi- 
«mental method to fulfil the objective of the study. The tool was 
«developing for observing the feedback competence and its effec- 
tiveness was studied by employing pretest—posttest single group 
design. The date were analysed by employing Trend Analysis : 
ANOVA. A group of fifteen students of B. Ed. was repeatedly 
‘observed eleven times by the investigator while employing the 
locally developed tool known as OSFBT. After every obser- 
vation the treatment was applied, It continued upto 11 practice 


lessons of each trainee. 


(ii) Sample. The sample was selected at random among the 
iB. Ed. students of the Department of Education, University of 
Indore. The sample consisted of fifteen student teachers from 
‘the age group of 18-23 years. Most of them were post-gradu- 
tes. Though none were experienced but all had undergone 
orientation in microteaching. 

(iii) Treatment, The treatment in the form of training strategy 
for providing feedback was given to the peer supervisors during 
the microteaching programme. Scores on the OSFBT before the 
treatment and after the treatment were recorded on a seven point 
rating scale, The training strategy had the following three 


steps: 
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(i) Theoretical orientation of various aspects of feedback. 

(ii) Viewing the model feedback. 

(iii) Practice in simulation. 

The details of these steps have been reported under caption 
9:0. 

(jv) Tools. The observation schedule for feedback training 
(OSFBT) was used to asses the feedback competency of peer 
supervisors. The tool was developed by Passi and Dubey (1983). 
The tool consisted of twenty one items and each item hada 
seven point rating scale. The tool had five major components, 
namely, 


(i) Observation of the lesson 5 
(ii)  Socio-emotional climate 4 
(iii) Quality of feedback 3 
(iv) Process of feedback 6 
(v) Microteacher behaviour 3 
21 


The components are so arranged that the observer can keep 
Pace with the flow of the feedback process. The details about 
the tool along with the manual is given in caption 11:0. 

(v) Results and Interpretations & Conclusions. In order to 
know the effect of trials, subjects and their interaction ,upon the 
feedback competency, trend analysis. (ANOVA 15x11) was 
employed and the results are presented in Table 4, 

(i) Effect of Trials and Subjects On Overall Feedback Compe- 

tency. 

The results related to the effect of trials and subjects on overall 
feedback competency have been given below in Tables 4 
and 5 separately. 

TABLE 5 
Summary of ANOVA ('15х11\1' Trend Analysis) For The 
Overall Scores of OSFBT. 


Source of Sum of Degrees of Mean 
Variation Squares SS' Freedom ‘df’ Square Р 

Ms 
Trials (А) 15062۰40 10 1506:24 2381+ 
Subjects (B) 9331-41 14 666:52 10:53 
Subjects X 8856 34 140 63:25 


«Significant at 0 01 level. 


45 


Module of Feedback Training 


аЗ QA RARE. Эу л. чїч a Т, — eee 
EEL Sc.L. Ov cl £66 
££-L0L 9:011 9-VOL E€-VOL EL-POL LOL 9b-ZOL 9 VOL 9t COL 0-€6 єс.є/:чеәү 


19.01 Or-6 GL-EL 68-11 


lv-9 $6.6 ZLI ‘a's 


А J See Ss eee 


6Z99L 0191 8891 6991 9991 1/91 9191 ZESL 6991 /Е91 9681 EOL лезо 
19 886 801 ZOL 96 S6 18 16 98 18 96 <8 19 “GL 
[rs] LOOL 901 ZOL 06 vol EOL 98 66 16 €6 O8 bE vL 
lc 8901 LOL toL Is TOL 86 SOL 66 98 901 96 08 "£L 
19 9 гі ВИ сб 68 LOL си ZOL 60 901 96 09 “CL 
LE 1801 vel IZL IZL ZZL 8ZL 80 GLL SIL GIL ZOL €6 “LL 
Ee vv LOL IZL GOL OIL 6LL 6 LOL си ZOL 06 vL “OL 
Ov е8 ZÎL вй SIL 6ш EOL EOL LLL TZU 9001. S6 LL '6 
Ov DELL OcL SOL си 90L LLE 901 261 vci 801 86 08 `8 
v OSLL 18 801 9и 80L vll 16 izl vii SOL £6 £8 th 
6l £90L L6 о £6 68 16  €6 EOL ZOL COL 68 8L 9 
vc 696 98 86 06 46 88 988 c8 S6 S6 £6 19 `8 
8- ии 98 LLL OLL YOL OL ZOL v6 901 zol 001 ©6 v 
ov 9 ол vil. soL TIL ROL Oll ELL vOL LE £6 9L '€ 
99 1601 zzl соо Zol 1} 96 ғор 101 S6 vol 96 19 € 
Le 690L 80L iL 96 тоу 801 6OL 60 66 86 68 И: L 
= 
a1 E LL OL 6 8 L 9 9 v € [4 | sep 
uI [210] S N: OSES 1 2115 
19380 JO $91025 |6301 94} 10} sjeny ueAe[3 1940 ѕләцоғөј 3uepnjs ueeyji4 Jo $91095 Mel 


ү лу! 


Figure 9 shows a line graph which 
ween trials at the X-axis and mean gain feedback competency at 
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(i) Effect of trials on overall feedback competency from table- 


(ii) 


From Table 5 one can observe 


10.1 (b), one can observe that the F-value of 22:81 for df 
10 for the trials (trial-one practice, lesson on feedback) 
is significant at O1 level. This means that practice trials 
produced significant variation in the development of the 
overall feedback competency of the peer 
The development of overall feedback competency has 
been plotted in from which it is evident that there 
is a continuous growth in feedback competency upto 
fourth trial. After fourth trial, there is neither significant 
growth nor significant decline in the feedback competency. 
In other words, after the practice of four lessons, the feed- 
back competency curve reached the stage of plateau. 


Effect of subjects (Peer Supervisors) On Overall Feedback 
Competency 


supervisors. 


that F-values of 10.53 


is plotted bet- 
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for df 14, is significant at ‘O1 level for Feedback competency. 
This means that the overall feedback competency varies from one 
peer supervisor to another peer supervisor. In other words, the 
fifteen supervisors have demonstrated no similar growth patterns 
of feedback competency due to the training strategy. 

Conclusions 

Оп the basis of the results and their interpretation, following 

two conclusions are drawn : 

(i) Training in feedback improves the feedback competency 
ofthe peer supervisors. However, there the plateau in 
this competence was observed after four practice 
sessions. 

(i) The feedback competency varies from subject to subiect 
i.e, from one peer supervisor to another peer supervisor. 

From the review of above studies related to need and nature 

of feedback training following two conclusions are drawn : 

(i) There is an urgent need to improve feedback quality in 
existing teacher training programme and also there is 
need to develop a feedback training strategy. 

(ii) Analytical behaviour modification approach is workable 
and effective feedback training approach. 


110. NEED AND DEVELOPMENT OF OBSERVATION 
SCHEDULE FOR FEEDBACK TRAINING 

This caption includes : (i) need of the total ; (ii) development 
of the tool ; and (iii) manual of the tool. First of all, need of the 
tool in feedback training has been discussed. This was followed 
by the development of tool. The process of development of tool 
has six steps : (i) planning for developing the tool ; (ii) preparing 
the preliminary draft ; (iii) preliminary draft ; (iv) try out ; (v) esta- 
blishing reliability of the tool ; and (vi) establishing validity of the 
tool. In the end, manual of the tool has been given. Here, the 
various key words of "Observation Schedule for Feedback Train- 
ing” are defined and explained with the help of suitable examples. 
1111 Need of the Tool 

"Practice is simulation" is one of the important step in the 
feedback training programme. This step has three sections : (i) 
Practice session ; (ii) feedback session : and (iii) feedback discuss- 
ion session. Among these three sessions, feedback discussion 
session is the most important session as far as development of 
the feedback competence is concerned. This session cannot be 
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conducted in the absence of an observation schedule. The obser- 
vation schedule helps the supervisor to observe various compo- 
nents of feedback occuring during the process of providing feed- 
back by the peer supervisor to the trainee. These observed com- 


ponents are analysed by the supervisor and then he provides the 
feedback to the peer supervisor. 


The review of the related literature in this area revealed that 
suitable tool is not available for feedback training. Keeping the 
importance in mind, the tool observation schedule for Feedback 
Training was developed. The detailed procedure of the develop- 
ment of the tool is described below by following six steps. 


11:2: Development of the Tool 


This sub-caption deals with the process of standardizing the 
tool, used in feedback training for data collection by Passi and 


Dubey (1983). The process of tool construction involves the 
following six steps : 


(1) Planning for developing the tools. 
(ii) Preparing the preliminary draft, 
(iii) Preliminary draft. 

(iv) Try out. 

(v) Establishing reliability of the tool. 
(vi) Establishing validity of the tool. 


A brief and critical description of each of the above mentioned 
Steps is given below. 


11:21 Planning for Developing the Tool: The first step in 
the process of tool construction is planning for developing the 
tool. Prior to the development of the tool, it is desirable to re- 
view the relevant literature, so that the researcher is able to know 
the tools which are already available, апа their purpose and rele- 
vance to the present study. From the review of the related liter- 
ature, it was found that there is only one tool, namely, 'Obser- 
vation Schedule For Feedback Training' available for observing the 
feedback, This tool was developed by Passi et. al. (1981) in the 
Department of Education University of Indore. This tool aimed 
at finding out the feedback competence of the peer supervisors. 


It consisted of nineteen items concerning three aspects of feed- 
back process, namely : 
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(i) Observation of the lesson ; 

(ii) Socio-emotional climate ; and 

(iii) Quality of feedback. 

After reviewing the tool, it was found that the tool was not 
comprehensive, because it could not cover all the dimensions of 
the feedback process. Hence, a strong need was felt to. develop 
and modify the tool, namely, ‘Observation Schedule for Feedback 
Training' developed by Passi et al. (1981). 


11.2.2, Procedure for Preliminary Draft. The second step in 
the process of tool construction is procedure for preliminary 
draft. For collecting and developing items for different scales, 
two approaches could be followed. In the first approach, suit- 
able items from different scales or other relevant literature can 
be selected. |n the second approach of constructing and collec- 
ting items for scales is to contact the experts involved in the teach- 
ing process. 


But, in our study, this step is not applicable because the 
investigator has selected a tool developed by Passi et al. (1981). 


11.23 Preliminary Draft of the Observation Proforma 
(Original Tool). The third step in the process of tool construction 
is the preliminary draft. In this step, items were written, edited 
and arranged systematically. The original tool was meant for 
measuring only three dimensions of the feedback process, namely: 


(i) Observation of the lesson, having four items. 
(ii) Socio-emotional climate, having five items. 
(iii) Quality of the feedback, having ten items. 
The category- wise number of items are listed in Table 6 


TABLE 6 


Categorywise Distribution of Observation 
Schedule for Feedback 


S. No. Category Preliminary List 
1. Observation of the lesson 4 items 
2. Socio-Emotional climate 5 items 
3. Quality of Feedback 10 items 


TOTAL 19 items 
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11:24. Try-Out. The fourth step in the process of tool 
construction is try out of the original tool. In this step, the 
original tool was given to the experts for their comments (before 
this, it is necessary toi see the format of the original tool). 


TABLE 7 


Format of the Original Tool 


Behaviours 


—— 


Ratings 


A. Observation of the Lesson 


de 


Discriminated various 
components occuring 
during the lesson. 


Marked appropriate tallies 
for occurred components. 


Marked appropriate tallies 
for desirable but missing 
components 


Analysed the marked 
tallies and converted them 
into ratings. 


B. Socio-Emotional Climate 


5, 


9. 


Established rapport with 
the trainee, 


Created tension free climate 
(by asking opinion, by 
appreciating the  perfor- 
mance). 


Created confidence in the 
trainee. 


Was sympathetic (encoura- 
ged appreciated, listened 
with patience), 


Was democratic in his 
approach. 


С, Ouality of the Feedback 


10. 


Feedback was objective 


1234567 R 


1234567 A 


1234567 A 


1234567 R 


1234567 AM 


1234567 AM 


1234567 AM 


| 2.3 4:5, 6-7 A 
1234567 R 


123456 7 A 
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11. Feedback was specific 1234567 A 


12. Desirable behaviours were 
appreciated in the beginn- 
ing of the feedback pro- 
cess 1234567 R 


13. Desirable behaviours were 
appreciated, even during 


the feedback process 1234567 A 
14. Undesirable components 

were pointed out 1234567 A 
15  Desirable but missing com- 

ponents were pointed out 1234567 A 


16. Alternate strategies to 
minimise the undesirable 
components were sugges- 


ted 1234567 A 
17, Suggested strategies were 

workable 1234567 A 
18. Initiated the trainee to ana- 

lyse his behaviour 1234567 A 
19. Trainee was satisfied with 

the feedback process 1234567 A 


In the fourth step, we have seen that firstly the tool was shown 
to experts for critical assessment. Secondly, the first try-out of 
the original tool was done by Syag and Hooda (1981-82) at the 
Department of Education, University of Indore, Indore, in various 
microteaching groups. Precisely speaking, the tool was used by 
different teacher educators to assess the Feedback Competency 
of peer supervisors of different microteaching groups. The ex- 
perts and the teacher educators gave their suggestions for the 
modification of the tool which are as follows. 


1125 Suggestions for Improvement. (i) The present tool 
is not comprehensive and they said that it must be comprehen- 
sive. The present tool measures only three dimensions of the 
feedback, namely, observation of the lesson, socio-emotional 
climate and quality of feedback. The experts have given the 
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suggestions to add two more dimensions in the feedback ; name- 
ly, (a) Process of Feedback ; and ib) Micro teacher Behaviour. 
Precise definitions of terms in original tool, were not there. 


(ii) Second suggestion given by the experts was that the 
present tool contains some items which are vague. For example, 
the first item of the original tool, i.e. ‘Discriminated various com- 
ponents occuring during the 'Lesson' was vague as it could not 
specify which type of components are to be discriminated. 
Whether desirable, undesirable or missing. Hence, the experts 
suggested to break this item into three parts, namely : 


(a) Marked appropriate tallies for desirable components. 
(b) Marked appropriate tallies for undesirable components. 


(c) Marked appropriate tallies for desirable but missing 
components to make it more specific. 


(iii) The third suggestion given by the experts was to delete 
item number four, this is, ‘Analysed the marked tallies and con- 
verted them into ratings.’ This item was also vague as the person 
using the tool will not convert the marked tallies into ratings, 
but will record observations on the rating scale itself. 


(iv) The fourth suggestion given by the experts was to incor- 
porate item number six and seven into one item; as they measured 
the same aspect that is how the rapport was established 


(v) The fifth suggestion given by them was to delete item 
number nine of the original tool, namely, 'Was democratic in his 
approach', because this aspect was already measured by item num- 
bers six, seven and eight of the original tool. The sixth suggestion 
given by them was to delete item number twelve of the original 
tool, namely, ‘Desirable behaviours were appreciated in the begin- 
ning of the feedback process.' 


У (vi) Тһе last suggestion given by the experts was to modify item 
umber seventeen of the original tool, namely, 'Suggested strate- 
gles were workable’ as it was vague; because it could not specify 


whether the strategies are useful for being incorporated in the 
Subsequent lessons. 


These were the different suggestions given by the experts and 


various teacher educators ing i 
working in the area of teacher behavi- 
our and microteaching. + 
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The number of item which were rejected, accepted and modi- 
^ fied in the light of suggestions given by the experts and teacher 
educators, can be presented in a tabular form. 


TABLE 8 
Modification of Original Tool 

Items Number of Items 
1. Items accepted (A) 11 
2. Items rejected (R) 
3. Items accepted but 

modified (AM) 4 

Total : 19 


————-.-——--— 


On the basis of the above mentioned suggestions, the original 
tool was modified and the final draft was prepared. The final 
tool, namely, ‘Observations Schedule for Feedback Training' con- 
sisted of twenty one items, classified in five categories, each 
item has a seven pointrating scale. The category-wise number 
of items of the OSFBT, that is, Observation Schedule for Feed- 
back Training is given in Table 9 


TABLE 9 


Category-wise Number of items in the Final Draft of the 
OSFBT observation Schedule for Feedback Training 


S. No. Category Number of [tems 


Observation of the lesson 5 
Socio-emotional climate 4 
Quality of feedback 3 
Process of feedback 6 
Microteacher behaviour 3 


gn uo qoum 


Total : 21 


———————————— Е. 
The format of the OSFBT—‘Observation Schedule for Feed- 
back Training' is given on next page : 
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DEPARTMENT OF EDUCATION 
UNIVERSITY OF INDORE 
INDORE 


Observation Schedule for Providing Feedback Training 
Name of the Microteacher: 


Name of the Feedbacker : 


"Topic... «e "DEAS Subject... .. ......... 
Skill/Skills........... We as Class...... ТРГ 
Date... š 

S. No. Behaviours a Rating 


(A) Observation of the Lesson : 
1. Suitable. contents. were 
selected for practice of the 


skill. 1234557 
2. Marked appropriate. tallies 

for desirable components. 1234567 
3. Marked appropriate. tallies 

for undesirable components. 1234567 


4, Marked appropriate tallies 

for desirable but missing 

components. 1234567 
5. Observation recorded about 

the sufficiency of occurr- 

ence of the component of 

the skill, 1234567 

(B) |. Socio-Emotional Climate : 

6. Established rapport with 

the Microteacher by creat- 

ing suitable physical sett- 

ings and demonstrating 

&ppropriate accepting ges- 

tures. 1234567 
7. Created confidence- in- the 

Micro teacher by apprecia- 

ting his/her strong points. 1234567 
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8. Created confidence in the 
Micro-teacher by seeking 
his/her opinion. 

9, The Feedbacker listened to 
the  Microteacher with 
patience and was sympa- 
thetic. 


(C) Quality of the Feedback : 


10. Feedback was objective, 

11. Feedback was specific. 

12. Feedback was given іп 
behavioural form by de- 


monstrating the desired 
actions. 


(D) Process of Feedback : 


13. Desirable behaviours of 
the Micro-teacher were 
appreciated even during 
the process of feedback. 

14. Undesirable components 
were pointed out: 


15. Desirable but missing com- 
ponents were pointed out. 
16. Alternate suggestions to 


minimise the undersirable 
components were given. 


17. Suggestions for incorpora- 
tingthe desirable but miss- 
ing components were given 


18. Suggestions regarding 
modification of behaviour 
were practicable for incor- 
poration into the subse- 
quent lesson. 


1234567 


1234567 


1234567 
1234567 


1234567 


1234567 


1234567 


1234567 


1234567 


1234567 


1234567 
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E) Microteacher Behaviour : 


19. Feedback initiated the 
Microteacher to analyse 
his teaching behaviour 1234567 


20. The Microteacher listened 
to the feedback sugges- 
tions attentively. 1234567 


21. The Microteacher was 
satisfied with the feedback 
process, 1234567 


Comments, if any :.................. 


MALLEM 


The college supervisor and the investigator were supposed 
to give their perceptions of feedback behaviour of peer supervi- 
Sors, on a seven point scale. These Seven points are : 


(i) Peer supervisors did not use the concerned aspect of the 
feedback at all. 


(ii) Peer supervisors used the concerned aspect of feedback 
to a very little extent. 


(iii) Peer supervisors used the concerned aspect of feedback 
to a little extent. 


(iv) Peer supervisors used the concerned aspect of feedback 
on an average level. 


(v) Peer supervisors used the concerned aspect of feedback 
to a great extent. 

(vi) Peer Supervisors used the 
to a very great extent, 


(vii) Peer supervisors used 
always. 


concerned aspect of feedback 


the concerned aspect of feedback 


Module of Feedback Training 51 


11.2.6 Establishing Relability The fifth step in the construc- 
tion of tool was establishing reliability of the tool. Since the 
toolis meant for observation like class room situation, it was 
necessary to see the reliability of the observers using this tool, 
the OSFBT. The investigator has undergone througha series 
of so many practice lessons to understand and use the tool 
reliably. The reliability of the observer against an experienced 
Observer and expert researcher was found to be very high. 


11.27 Establishing Validity The sixth step in the construc- 
tion of the tool was establishing validity of the tool. In the 
Present study, only face and logical validity were established. 
For this purpose the tool was given to five educationists working 
in the area of teacher behaviour and microteaching. 


11.3 Manual of the OSFBT 

In this sub-caption, namely, Manual of OSFBT, the various 
key words occuring in the "Observation Schedule for Feedback 
Training' are defined and explained with the help of suitable 
examples. 


Observation Schedule : 


Observation schedule is an instrument designed to guide the 
observer as he studies instructional activities in the classroom. 
It provides for systematic recording of observed evidence in 
some structured format. 


Microteacher : 

The student teacher who is teaching under stimulated and 
real microteaching conditions is called a Microteacher. 
Feedbacker : 
: The student teacher who is playing the role of a supervisor 
in the Simulated microteaching conditions and providing feed- 
back to the microteacher is called the feedbacker. 
Skill : 

It is a set of inter-related teaching behaviours which are 
definable, observable and measurable and trainable. These 
behaviours should aim at producing desirable learning outcomes. 


Example 1 : The microteacher was good at the skill of «probing 
questionning. 


58: Module ef Feedback Training 


Record: 


Record. means a complete observational description of the 
microteacher's behaviour, that is, teaching behaviour. 


Content : 
Content means the ideas or meanings presented or to be 
presented in speech or writing. 


Example 2: The microteacher selected the content for teaching, 
very carefully. 


Practice : 


Practice is an exercise based on the use of a skill, a technique 


given to pupils to enable them to master the skill or technique 
involved. 


Example 3 : The microteacher selected suitable content for the 
practice of the skill of reinforcement. 


Appropriate : 
It means correct or suitable. 
Example 4 : The remarks made by the feedback were appropriate. 
Tally : 
Tally is a mark made in recording a count. 


Example 5 : The peer supervisor during the microteaching session, 
marks tallies for various components on the observation pro- 
forma meant for that skill. 

Desirable Components : 

These are such components of the skill whose occurence is 
desirable, i.e., which must occur. 


Example 6 : In practising the skill of reinforcement, the student 
teacher SON, excellent, for the answer of a very higher order 
question- which is a desirable component. 


Undesirable Components : 


Undesirable components are those components which must 
not occur during the course of the lesson. 


коре 7. In Practising the skill of reinforcement, the student 
eacher says ‘very good’ for the answer of a very lower order 
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question. Hence, very good, here is an undesirable 
component. 


‘Missing Components : 


Missing components are those components whose exhibition 
is desired but they are absent during the course of the lesson. 


Example 8 : During the practice of the skill of stimulus variation, 
the student teacher while teaching about earth says. that ‘the 
earth is round', but she does not show or exhibit any gesture 
with her hands, so this is desirable but missing component. 

‘Observation : 

Observation is the act or process of observing (usually complex) 
‘conditions or activities as a means of gathering: descriptive 
or quantitative data. 

Marked Appropriate Tallies : 


Marked appropriate tallies means to put a mark on the 
‘observation proforma correctly as a proof ої occurence of event 
or behaviour. 


Socio- Emotional Climate : 

By Socio-Emotional Climate is meant that the feedbacker 
sees whether the microteacher is comfortable, feeling at ease 
and properly seated. She wishes the microteacher (Hallo) makes 
queries, gives directions politely and enquires about individual 
activities of the microteacher. First the feedbacker appreciates 
the performance of the microteacher and then tells about few 
week points of the microteacher in a sympathetic tone. 


Establishes Rapport : 


Rapport is the inter- personal relationship of mutual confidence 
and trust, such as, is to be achieved and maintained in counselling 
interviews. It is necessary to establish rapport first, so that the 
microteacher and the feedbacker trust each other and want to 
share not only information but personal thoughts and feelings. 


Creating Suitable Physical Setting : 


The feedbacker sees whether the microteacher is seated com- 
fortably and is at ease; whether she is ready to receive feedback 
physically and mentally. 
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Accepting Gestures : 

The feedback tries to promote such a relationship by indica- 
ting to the microteacher that the usual threats do not exist, she 
does this by reacting calmly to whatever the microteacher expre- 
sses, by not passing judgement on the microteacher's behaviour 
and in general by encouraging the microteacher to be completely 
herself as possible. 

Created Confidence in the Microteacher : 


Feedbacker must create confidence in the  microteacher by 
appreciating her strong points so that there will be a free expre- 
ssion of ideas by the microteacher. The micro teacher will also 
show her reaction freely about the feedback. 

To Seek Opinion : 


The feedback tries to know the view points of the microteacher 
about her lesson and about the feedback given. 


Listened with Patience : 

The feedback listens to what the microteacher says without 
interrupting her. 
Sympathetic : 


Sympathy means an emotion composed, both of concern for 
others who are in difficulty or who are suffering. |t is such type 
of relationship between the feedbacker and the microteacher so 
that what affects one, affects the other. 


Quality of Feedback : 


Quality is the level of attainment with respect to a particular 
attribute or property. It consists of specific, objective feedback 
and feedback given in the behavioural form 


Objective : 
Objective means to the point, pertaining to the object itself 
as ії exists, independent of the knowing mind. 


Example 9 : A microteacher is teaching a lesson on Malaria. 


Me the feedback while providing feedback talks of Malaria 
y 


Specific : 


Specific means detailed, precise and expert presentation of 
what is needed in educational situations. 
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Example 10: The feedbacker while providing feedback to the 
microteacher, tells her about each and every desirable, 
undesirable and missing components. 


Behavioural Form : 
Behavioural form means observable and measurable form or 
observable modifications. 
Example 11: The feedbacker demonstrates the microteacher how 
to make gestures for showing that the earth is round. 


Process of Feedback : 
It means how the feedback was given, the behavioural specific 


points. 
Desirable behaviours of the microteacher were appreciated 
even during the process of feedback. 


The feedbacker must praise the strong points of the micro- 
teacher in the beginning of the feedback process and even while 


the process is going on. 
Minimise : 

Minimise means to reduce, to lessen the intensity. 

Example 12 : The teacher tells the students to minimise their 
talking behaviour. 
Incorporate/Unite : 

To combine into one substance. There áre some desirable but 
missing components in the lesson which the microteacher forgot 
to exhibit. The feedbacker gives suggestions how to include all 
of them or how to exhibit them in the next lesson. 

Practicable : 

Practicable means that can be done, feasible that can 
be used. 

The feedbacker suggests the microteacher to show the actual 
flower and its parts while teaching ‘parts of flower’ instead of 
abstract explanation. This suggestion is practicable. 


Initiate : 
Initiate means to begin, set going. 

Example 14: The feedback was so specifiz апа objective, that it 
initiated the microteacher to analyse her teaching behaviour. 
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Analyse : 
Analyse=Examine minutely the constitution. 
Example 15. After thorough analysis of her teaching behaviour, the 


microteacher improved her lesson in the light of the feedback 
given. 


Feedback initiated the microteacher to analyse her teaching 
behaviour. After the feedback session is over, the microteacher 
thinks about what went on. This may be when she achieves 
insight, when the points she had discussed and things she has seen 
in herself take on new meanings. 


Microteacher listened to the Feedback Suggestions Attentively : 


When the feedbacker was giving feedback to the microteacher, 
then whether the microteacher was listening to those suggestions 
attentively, if yes, then to what extent, on which points she had 
difference of opinion etc. 

Satisfi ed : 


Satisfied means be content, pleassd, demand no more than or 
consider it enough to do. 


Example 16. The microteachar was satisfied with the corrective 
information given to her. 


12:0 FEEDBACK PROCESS IN ACTION 


This caption deals with a detailed practical excercise showing 
all the steps involved in the feedback training strategy. We feel 
that this caption will enhance the understanding about the 
concept of feedback training and also will help to organise 
such training programme. It consists of three sections, 
namely: (i) transcript of the lessons; (ii) two feedback 
Episodes; and (iii) discussion of the two feedback Episodes. 
We shall begin with the transcript of a lesson delivered 
by a trainee. After the transcript of the lesson, two feedback 
Episodes have been given. Іп Episode 1, the untraind supervisor 
provides inappropriate feedback. In Episode 2, the trained 
supervisor exhibits almost all the desirable behaviours, which a 
good supervisor must possess. Later on, the two Episodes are 
discussed in terms of the total process of providing feedback. 
The total Process of providing feedback includes five components : 
(i) observation of the lesson ; (ii) socio-emotional climate ; (iii) 
quality of the feedback ; (iv) process of feedback; and (v) micro- 
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teacher behaviour. The transcript of the lesson, the two feedback 
Episodes and their discussion are presented below. 
121 Transcript of the Lesson 


Name of Teacher : Kishore. 
Practice Skill : Skill of Reinforcement. 


Subject : Science. Class : МІ, 
Topic : Parts of Flower. 


Teacher : Good morning to all of you. 
Pupils : Good morning Sir (All pupils stand up). 


Teacher : Please sit down. He starts his lesson and says, 
"What are the different parts of plant ?" (Pause for 
few seconds, he looks at the whole class and then 
points to Ashok). 


Ashok 751г, rOOt, «see and stem. 


Teacher : Yes. Sit down. (The teacher looks at Kiran and asks) 
What are the other parts of a plant ? 


Kiran : Sir, leaf, flower and fruit. 


Teacher  : Very good (Writes Kiran's answer on the black board). 
Which is the most beautiful part of the plant ? (Looks 
at Mohan) 


Mohan  : Sir, flower, 


Teacher : (The teacher nods his head in approval and asks) 


ps are the different parts of a flower? (Points to 
ita). 


Rita : Sir, Calyx. 
Teacher  : Yes, uh-uh carry on. 
Rita : Coloured leaves... ... Corolla. 


Teacher : Good (The teacher asks Rama) Tell me the names 
of other parts of flower. 


Rama ? Sir,....... male part of the flower ‘is called.........and 
rocium. | 
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Teacher 


Rama 


Teacher 


Ramesh 


Teacher 


Jyoti 


Teacher 


Anil 
Teacher 


Anil 


Teacher 


Vandita 


Teacher 


Pradeep 


: Good (Teacher asks Rama to continue her answer), 


Yes, now which is the next part of the flower ? 


: Female part......This is called gynoceium. 


:Correct. (Smiles at the answer) What is the 


function of Calyx ? (The teacher looks at the whole 
class, after sometime he points at Ramesh). 


: Sir, calyx protects the flower when it is in bud stage. 
: Nice (The teacher asks Jyoti). What is the function 


of Corolla ? 


: Sir,......1 do not know. 


: You do not know the answer of such a simple ques- 


tion. You are a very dull student. You......(The 
teacher looks impatient, he points at Anil to answer 
the same question). 


: Sir, it adds to the beauty of a plant. 
: Yes, But, which is its most important function ? 


: (Thinks for a few seconds and speaks). Sir, it helps 


in pollination. 


: Sit down. What is the role of Corolla in the process 


of pollination ? (The teacher points to Vandita). 


: Sir, As we know the Corolla consists of petals. The 


petals are of bright colours and have smell, They 


attract the insects which help in the process of polli- 
nation. 


: Excellent. How does pollination take place by 


insects ? (The teacher points to Pradeep). 


: Sir, as answered by Vandita that the petals attract the 
insects. The insect sits on the flowers and obtains 
its food from the tlower. The pollen grains of that 
flower stick to the body and legs of the insect, When 
this insect sits оп another flower, then the pollen 
grains from its body and legs fall down on the female 


partof that flower. In this way, pollination takes 
place by insects. 
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Teacher ,: Which agents are helpful in pollination ? (The teacher 
points to Vandita). 

Vandita : Sir, Air. i 

Teacher : Yes. (Points to Alok). 

Alok : Sir, Water. 


Teacher : Very good. What does the androceium do for the 
plant ? (Points to Vijay). 


Vijay : Sir, the androceium increases the beauty of the plant. 


Teacher : Excellent. As you know that the androceium is the 
male part of the flower and its constituents are called 
stamen. Now tell me what are the different parts of a 
stamen ? (Points to Praver). 


Praver : Sir, A stamen has two parts : filament and anther. 


Teacher : Yes. I know you can answer this question easily 
because you аге the wisest student of this class. 
Again, the teacher asks Praver “What is the function 
of a filament ?” 


Praver : Sir, the function of a filament is to hold the anther. 


Teacher : Right. Which is the site of pollen grains ? (Now the 
teacher points to Ramesh to answer). 


Ramesh’ : Sir, anther is the site of pollen grains. 


Teacher : Very good. What is the name of the female part of 
the flower ? (Points to Alok). 


Alok 1 Sir, gynoceium. 


Teacher : (The teacher nods his head in approval). What are the 
different parts of gynoceium ? (The teacher points to 
Vijay). 

Vijay : Sir, Ovary, style, and, ...... 

Teacher :Uh-uh-carry on (He use these extra-verbal cues to 
encourage Vijay to continue his answer). 

Vijay : Stigma. 


Teacher : Excellent (He writes Vijay's answer on the black 
board). What is the function of Ovary ? (Now the 
teacher looks at Pradeep). 
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Pradeep : Sir, the Ovary contains ovules and after pollination 
the ovules change into seeds and ovary changes to 
fruit. - 

Teacher  : Correct, ovary contains ovules ...... (Here, the teacher 
encourages Pradeep by repeating his answer). Lastly, 
who will summarize the different parts of flower? 
(Points to Alok). 

Alok : Sir, A flower has four parts, namely, calyx, corolla, 
androceium and gynoceium. 

Teacher  ; With this today's lesson is over. 

In the above transcript, you have seen that a student teacher 
whose name is Kishore delivered a lesson on the skill of Rein- 
forcement. The content selected by him was—‘Parts of Flower." 
Since Kishore is a beginning trainee, he has committed a few 
errors. His lesson was observed by two supervisors, опе was 
trained andthe other one was—untrained. These observations 
are to be used for giving feedback to the student teacher. There 
is a likelihood that the styles of giving feedback of the two super- 
visors vary in—content and effectiveness. The feedback Episodes 
are given below for examining their effectiveness. 

12.2 Episode 1 ; Feedback by untrained Supervisor 

The first supervisor observed the lesson through observation 
schedule meant for the skill of zeinforcement. 
made by the supervisors are shown in Table 10. 


TABLE 10 
Observations made by the Untrained Supervisor on 
the Observation Schedule Meant for the skill 
of Reinforcement 


The observations 


a a 


Components Tallies 


Positive verbal reinforcement ull 
Repeating and tephrasing 
Extra-verbal cues 


Positive non-verbal cues 

Writing pupil answer on black board 
Negative verbal reinforcement m 
Negative non-verbal reinforcement 


Wrong and inappropriate use of 
reinforcement 


pea e vale NN. MR 
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After the observations of the teach session, the supervisor pro- 
vides skill oriented feedback to the trainee. The detailed descrip- 
tion of the process of providing feedback is reported below : 

The trainee approaches the supervisor. He seems to be 
nervous. He also appears to be curious to know about his 
teaching performance. 

Supervisor : (Sarcastically) Why are you standing like a statue ? 
Sit down. 

The trainee sits down and says 'Thank you Sir.’ 

Supervisor : (in a satirical tone and with raised eyebrows) 

This is one of the easiest skill, still your performance 
is so poor. It seems to me that you have not prepar- 
ed your lesson well. “Teaching is not an easy task." 
Try to be serious and come prepared. 

Trainee :(Looks very nervous and silently listens to the 
supervisor). 

Supervisor: | had already told you in the orientation session 
"avoid the use of negative reinforcement." But still 
you have used negative reinforcers. | think you were 
not attentive in the class during the orientation pro- 
gramme. If you are not interested in teaching, then 

you should leave this course. 

Trainee : No Sir | am interested in teaching, | want to be- 
come a good and efficient teacher. 

Supervisor: О. K., О. К. You have used positive verbal—rein- 
forcement four times, positive non-verbal reinforcement 
two times, negative verbal reinforcement five 
times, wrong and in-appropriate use of reinforcers 
three times. In future, try to include more positive 
reinforcers and try to avoid negative reinforcers. 

Trainee — : Yes sir, next time, | will try to do my best (The trainee 
wants to say something more but the supervisor 
interrupts him). 

Supervisors : You will have to, otherwise you will not be able to 
get even pass marks in the examination, and later on 
you may prove to be failure. 

With this discussion, Episoda 1 ends. 

(The student teacher or the trainee still appears to be nervous 
and he is in a confusing state. He is not satisfied with the feed- 
back process and with the supervisor's—behaviour), 
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12.3 Episode 2: Observations and Feedback by the trained 
Supervisor 


In order to observe the lesson for skill of reinforcement, the 
second supervisor used the observation scheduie meant for the 
skill of reinforcement and reported his observation in Table 11. 


TABLE 11 


Observation of the Trained Supervisor on the Obser- 
vation Schedule of skill of Reinforcement 


Tallies 
Components Occurred | Absent 

but req- | Rating 

uired | 
Positive verbal reinforces [И |j Il Ш 1234567 
Repeating and rephrasing l 1234567 
Extra-verbal cues Il 1234567 
Positive non-verbal cues I 1234567 
Writing pupil answer on 
black board 1 1234567 
Negative verbal reinforcers 1 1234567 
Negative non-verbal rein- 
forcers — 1234567 
Wrong and inappropriate 
use of reinforcers Ш 1234567 


After the observation of the lesson, the supervisor analysed the 
teaching behaviours and compared them with the model teaching 
behaviours. After this he provided the feedback to the trainee. 
The feedback process under Episode 2. is reported below : 


The trainee approaches the Supervisor at the end of practice 


lesson for receiving feedback. Of course, he looks very nervous. 
The Supervisor on seeing that the trainee is feeling nervous, tells 
him to take his seat and asks him to feel—comfortable. The 
Supervisor smiles and shows suitable accepting gestures. He asks 
the trainee, “Well Mr. Kishore ‘Was it your first lesson ?' How do 
you feel about your teaching performance 2” 


Teacher 


Supervisor : 


Trainee 


Supervisor : 
Trainee 


Supervisor : 


Trainee 


Supervisor : 


Trainee 


Supervisor : 


Trainee 
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: (with a nervous look) What can | say, Sir? I think, 


| have not performed well. | was not very confident. 
I also forgot some of the teaching points. 


Even then your lesson was quite good. On the 
whole, you performed well, but since it was your 
first lesson, naturally, there are chances of committing 
mistakes. As you aretaking interest in practising the 
skill, | am sure that you will soon achieve mastery in 


the skill. 


: Thank you, Sir. Please tell me about the week points 


of my lesson (looks curious). 
О. K., are you feeling well, now ? 


: Yes Sir, | am perfectly alright. 


You had started the lesson in a very nice way wishing 
the pupils. You had asked a very relevant questlon, 
"What are the ditferent parts of a plant ?". Ashok 
answered by saying, root and stem. You gave him 
positive verbal reinforcement by saying 'Yes'. Really, 
you have used the proper reinforcement at proper 
time and place. Fine. 


: Seems happy and listens to the supervisor more atten- 


tively (appears to be curious). 


But dear Kishore in response to the same question, 
when Kiran answered ‘leaf, flower, and fruit, you gave 
her a very strong reinforcement “very very good” and 
also wrote the answer on the black board. ! think 
Such type of strong reinforcement should be used only 
for a very unique answer. : 


: But sir, Ashok could not give the complete answer. 


Of course, but it was just possible thatif you might 
have given him a chance to think, he could have given 
the complete answer. Secondly, | think that an aver- 
age pupil of class sixth can give the complete answer 
of this question. Don't you think so ? 


: | agree with you sir, instead of giving very strong rein- 


forcement “very very good", | should have used the 
reinforcer ‘good’ or only a positive non-verbal reinforce- 
ment 
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Supervisor : 
Trainee 


Supervisor : 


Trainee 


Supervisor 


Trainee 


Supervisor : Good, In that particular 


Trainee 


Supervisor : 


Trainee 


Supervisor : 


Trainee 


of Feedback Training 


Yes, As you did in your next behaviour. 


: Yes sir, when | nodded my head in approval. 


Good, you were right at that time. 1 am happy-that 


now you are understanding the proper use of rein- 
forcement. 


Again in your next step, you gave a positive verbal 
reinforcement to Rita which was also correct, but dear 
do you remember that, once you used the phrase 'You 
are a very dull student . ...' 


: Oh, Yes sir, | am sorry that | used the negative ver- 
bal reinforcement that time. Actually, | could not 
handle the situation when Jyoti did not respond to 
may question. | became nervous that time and when 
l could not find out any other alternative, | did that, 
| am realizing sir, that | was wrong that time. 


: Well, it is good that you are realizing this, but keep 
this thing in mind that at the time of teaching, you 
Should not lose your confidence. 


: Yes sir, | shall try, in future...but sir, please suggest 
a way out to handle such type of situations in future. 


situation, you could have 
given some time to the pupil to think or you could 


have redirected the question to other pupil, and even 
after redirecting the question to two or three pupils, 
if you were not getting the correct answer, you could 
have prompted the pupil. 

: Yes sir, there could be a number of alternatives. 


In your lesson, you have used the positive non-verbal 
reinforcement very well by nodding and by smiling. 
1 hope you will maintain this. It helps the pupils 
to participate more and more in teaching and to bring 
out their best in the classroom. 


: Okay Sir. | will follow your advice. 
Dear, do you remember the situation when in res- 


ponse to Anil's answer you told him to take his seat. 
: When Sir ? 


Supervisor : 


Trainee 


Supervisor : 


Trainee 
Supervisor : 


Trainee 
Supervisor : 


Trainee : 
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Just after using negative reinforcement to Jyoti, you 
asked the same question to Anil and he gave the 
incomplete answer. On his incomplete answer, you 
told him “try to think  ...",there is one more function 
and when after some time, he gave the correct 
answer, then without giving reinforcement, you told 
him to sit down, Do you remember ? 


: Oh, yes sir, | remember now. But sir, | have already 


told you that | was nervous at that moment. | realise 
now, that even saying “try to think, there is one more 
function" so abruptly, | might have said, yes this is 
correct, please think and tell one more function of 
petal. | should have given a strong reinforcement to 
Anil after his complete answer. 

Very good, now, you are analysing the situation well. 
But again in your lesson, you had used inappropriate 
reinforcement. 


: When, ‘Sir’ ? 


You did this thrice. First, in response to your ques- 
tion ‘What does the androceium do for the plant?” 
When Vijay replied, they increase the beauty of plant, 
which was not the correct answer, you gave him a 
strong reinforcement “excellent”. Second, on the 
answer of Alok ‘by water’, you said very good, when 
the answer was not ofa high level because similar 
answers had been given by Vandita and Alok. Thirdly, 
when you said to Pravar that you are the wisest 
student of this class. You know by saying this, the 
other pupils may develop inferiority complex and 
they may under-rate themselves. So, please do not 
use such statements. 


: Yes sir, | agree with you. Now, please tell me about 


the missing components in my lesson. 


Well, you missed four chances, when you could have 
used positive verbal or non-verbal reinforcement. 

Is it so sir? | remember only two, once, when I 
should have given a positive reinforcement to Anil and 
second at the last stage of my lesson to Alok, Which 
were the other two situations, Sir ? 
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Supervisor : When you gave inappropriate reinforcement-— 
‘excellent’ to Vijay on his wrong answer. and after 
sometime when he gave the correct answer, you did 
not give him a positive reinforcement. Do you 
remember ? 

Trainee — : Yes sir, which was the second опе? 


Supervisor : In response to your question "How does pollination 
take place through insects ?” Pradeep gave the correct 
answer, but you did not cive him any reinforcement 
whereas, the answer was of above average level. Do 
you agree with me ? 


Trainee  : Yes sir. 


Supervisor : You have not used negative non-verbal reinforcement 
atall. This is point to be appreciated. On the whole, 
your lesson was good. When you practice your next 
lesson, | hope you will keep the above discussion and 
suggestions in mind. 


Trainee  : Certainly, Sir. 


Supervisor : Do you have any doubt or question ? 


Trainee — : No sir, thank you. You have given mea total and 
crystal clear picture of mylesson. In my next lesson, 
shall try my best to avoid the undesirable behaviours 
and also try to incorporate the missing (desirable) 
teaching behaviours. (The trainee seems to be very 


happy, he wishes the supervisor and leaves the 
room). 


This is the end of Episode 2. Now we will have a discussion 
оп Episode 1 and Episode 2. 


124 Discussion of the Two Episodes 


Which of the two supervisors has proved the most effective 
feedback to the trainee ? Naturally your response will be the 
supervisor in Episode 2. Analyse both the Episodes, keeping in 
mind the five components of feedback process : (i) observation 
of the lesson ; (iij socio-emotional climate ; 


2 (iii) quality of the 
feedback ; (iv) process of feedback, and (v) microteacher 
behaviour. 
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124(a) The first component in the process of feedback is 
observation of the lesson. Between these two supervisors who 
is more objective and accurate observer ? Let us analyse both 
the Episodes from observation point of view. 


In Episode 1, the supervisor could not observe every teaching 
behaviour of the trainee, neither he could code the desirable but 
missing components, nor did he analyse the marked frequency 
and converted them into ratings. 


On the other hand, in Episode 2, the supervisor had observed 
the lesson very objectively and accurately. The supervisor has 
marked the tallies for desirable, undesirable, and desirable but 
missing teaching behaviours of the trainee. Further, the super- 
visor has converted the frequencies on the observation schedule 
into scores. Keeping in mind the frequencies in columns of 
occurance and absence, the supervisor has converted the frequen- 
cies into ratings. : 

Thus, from ‘observation’ point of view, the supervisor; in Episode 
2 seems to be more objective and accurate than the supervisor in 
Episode 1. 

12 4 (b) The second component in the process of providing 
feedback is socio-emotional climate. Let us analyse the two 
episodes from the ‘socio-emotional climate’ point of view. 

In the Episode 1, the supervisor could notcreate a healthy 
Socio-emotional climate, the supervisor was very rude and did 
not try to establish rapport with the trainee. The supervisor 
created tensionful climate by not allowing the trainee for any 
clarification. He discouraged the trainee in the beginning of the 
feedback process by providing negative remarks. The supervisor 
was not sympathetic towards the trainee. He did not listen to 
the trainee and tried to dominate. It seems that the supervisor 
was ina hurry and he wanted to finish the talk as quickly as 
possible. 

On the other hand, in Episode 2, the supervisor created good 
socio emotional climate in the beginning of the feedback. 
process and tried to maintain the same till the end of the feedback. 
The supervisor established rapport with the trainee by creating 
suitable physical setting and demonstrating appropriate acceptable 
gestures. The supervisor created confidence in the trainee by appre 
ciating desirable teaching behaviours in the beginning of the feed- 
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back process and also by seeking the trainee's opinion regarding 
his teaching behaviours. The Supervisor listened to the trainee 
with patience and had Sympathetic attitude toward the trainee. 
The supervisor did not compel the trainee to accept all the sugges- 
tions given by him rather in most of the cases, he asked the 
reaction of the trainee towards his comments and suggestions. 


Thus, from . "socio emotional climate" point of view, the 
Episode 2 is more acceptable to the trainee than the Episode 1. 


12:A(c) The third component in providing feedback is quality 
of the feedback Let us analyse the two episodes from the 
Point of view 'quality of the feedback.' 


In Episode 1, the feedback was subjective and global The 
Supervisor did not demonstrate the desired action in behavioural 
form. It seems that the supervisor could not discriminate 
between the undesirable and desirable teaching behaviours 
Correctly. The lower competence of supervisor in observation and 
analysis may be responsible for the low quality of the feedback. 


On the other hand, in Episode 2, the supervisor provided 
higher quality feedback to the trainee. The feedback provided 
by the supervisor was objective, specific and Pinpointed. The 
supervisor demonstrated the desired actions in behavioural form. 


Thus, in the Episode 2, the quality of feedback was more 
Superior than the Episode 1. 


12:4 (d) The fourth component in the process of providing 
feedback Is "process of feedback.” Let us examine the two 
Episodes from the “process of feedback" point of view. 


In Episode 1, the Supervisor discouraged the trainee, made him 
nervous and did not 


trainee. The Supervisor c 
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On the other hand, in Episode 2, the supervisor encouraged the 
trainee and appreciated the desirable teaching behaviours. The 
supervisor pointed out the undesirable, and also desirable but miss- 
ing components of the lesson. He suggested the alternate strategy 
to minimize the undesirable components. The suggested 
strategy was workable and could be incorporated in subsequent 
practice lesson. Thus, the process of feedback was effective. 

From the above discussion, it is evident that the Episode 2 is 
better than the Episode 1 as far as the process of feedback is con- 
cerned. 

12 4 (e) The last and the fifth component in the process of 
providing feedback is ‘microteacher behaviours.’ Let us analyse 
the two Episodes from this point of view. 


{п Episode 1, the supervisor had not provided any opportunity 
to the trainee to analyse the teaching behaviours. The trainee was 
nervous and disturbed throughout the feedback process. Hence, 
he was not satisfied with the feedback process. 


On the other hand, in Episode 2, the supervisor initiated the 
trainee to analyse his teaching behaviour. The trainee was curious 
{о know more and more about his teaching performance and 
was listening to the supervisor very attentively. He was interact- 
ing with the supervisor throughout the feedback process The 
trainee was satisfied with the feedback process. 


From the above discussion, it is quite clear that the trainee in 
Episode 2 was more satisfied with the feedback than the trainee 
in Episode 1. 

From the analysis of the above mentioned five components of 
feedback, one can conclude that Episode 2 is more specific, 
objective and effective than the Episode 1. 


It is hoped that this module will help the supervisors to under- 
stand the importance of feedback training. After the theoretical 
understanding of different aspects of feedback training and view- 
ing the model feedback, the peer supervisors are expected to prac- 
tise the process of providing feedback.in simulation. The practice 
and feedback will definitely help the peer supervisors to gain com- 
petence in the process of providing feedback. The practice sess- 
ion, feedback session and discussion on feedback session will 
form a ‘feedback cycle.’ Generally, the peer supervisors attain the 
optimum level of feedback competence within three to four feed- 
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back cycles. This number can vary and may depend on the per- 
sonality of the feedbacker and the feedbackee. 


The major objective of this module is to develop feedback com- 
petence among peer supervisors. This module has two sections : 


(i) theory section ; and (ii) excercise section. The purpose of the 


theory section was to develop the understanding of different as- 
pects of feedback, such as, role of feedback, concept of feedback, 
steps in the process of Providing feedback sources of feedback, 
feedback settings, strategies to provide feedback, training appro- 
aches, etc. Caption 1:0 to 11:0 (except caption 9 0) were includ- 
ed in the theory section. The remaining two captions, 
namely, strategies to train peer supervisors for providing feedback 
(9:0) and feedback in action (12 0) were included іп exercise sec- 
tion. The purpose of excercise section was to develop the feed- 
back competence among the peer supervisors. 


The present module is meant for providing training in giving 
feedback. "We are working to develop a similar module for receiv- 
ing feedback. The proposed module will have theoretical as well 
as excercise parts. The theoretical part of the module will have 
topics like meaning of receiving feedback, components in the pro- 
cess of receiving feedback, Steps in receiving feedback, feedback 
receiving competence, Strategies to develop feedback receiving 
competence, tools for the observation of feedback receiving com- 
petence, etc. The excercise part will have strategy to train peer 
Students for receiving feedback. The feedback receiving in action 
will also be included in the module The peer student will prac- 
tice the process of receiving feedback іп simulated Situation. He 
will be provided feedback for the improvement of the feedback 
receiving competence. Thus, the feedback receiving competence 


cycle will continue till the peer student will attain the mastery in 
the feedback receiving. 
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